r
inA

H Makingthe World Saf
Defense Threat Reduction Agency " "

Annual Equal Employment Opportunity (EEO)

Program Plan

FY 2006 Status Report and FY 2007 Plan Update

Management Directive 715 (MD-715)

January 31, 2007




Contents

Preface — Tab 1

Section I: The Model Equal Employment Opportunity (EEO) Program

Civilian EEO Policy Statement — Tab 2

Military EO Statement — Tab 3

Diversity Statement — Tab 4

Sexual Harassment Statement — Tab 5

Harassment Statement — Tab 6

EEOC Form 715-01:

Parts AthruD -Tab 7
Part E — Executive Summary — Tab 8
Part F — Certification — Tab 9
Part G — Agency Checklist — Tab 10
Part H — Summary Analysis of Efforts to Establish a Model Program — Tab 11
Part H — Plan for Attaining Essential Elements of a Model EEO Program — Tab 12
Part | - Summary Analysis of Workforce Tables— Tab 13
Part | — Workforce Data Tables (A1-Al4) - Tab 14
Part | — Workforce Data Tables (B1-B14) — Tab 15

Part | — EEO Plan to Eliminate Identified Barriers — Tab 16



Part J — Special Programs — Individuals with Targeted Disabilities — Tab 17

FYO06 Exit Survey Charts — Tab 18

FYO07 Revised exit Survey Sample — Tab 19
Organizational Chart — Tab 20

Biographies of Senior Leaders — Tab 21
Strategic Plan — Executive Summary — Tab 22
Definitions — Tab 23

Disabilities and Reasonable Accommodations Material — Tab 24



DTRA Model EEO Program FY06 Annual Report and FY07 Plan Update

PREFACE

The Defense Threat Reduction Agency (DTRA) safeguards America and its
allies from weapons of mass destruction (WMD) (chemical, biological,
radiological, nuclear, and high yield explosives) by providing capabilities to
reduce, eliminate, counter the threat, and mitigate its effects.

DTRA uses a comprehensive set of tools to reduce the threat of WMD.
Arms control, threat reduction, technology development, combat support and
chemical and biological defense make up DTRA's toolbox. The agency supports
the U.S.’s nuclear deterrent capability; reduces the threat from nuclear, chemical,
biological, conventional, and other special weapons; and counters threats posed by
WMD. DTRA provides operational and analytical support for nuclear stockpile
stewardship duties and technical support for nuclear weapons in Department of
Defense (DoD) custody.

The agency focuses DoD efforts to prepare for and respond to chemical or
biological attacks on U.S. or friendly forces. DTRA also oversees the development
and implementation of special weapons technologies. These technologies provide
U.S. military commanders with options for effective targeting against underground
or hardened structures and enhanced capabilities to assess battle damage. The
agency implements on-site arms control inspection, escort and monitoring
activities and supports arms control confidence building activities, while
developing treaty verification monitoring technologies.

DTRA implements the Cooperative Threat Reduction program, which
assists former Soviet Union countries in reducing their WMD infrastructure and
provides verifiable safeguards against WMD proliferation. DTRA conducts force
protection vulnerability assessments designed to protect military and civilian
personnel and their families from terrorist acts. The agency leads DoD efforts to
support operational forces and develop field systems to counter WMD
proliferation.

The Secretary of Defense's November 1997 Defense Reform Initiative
directed that DTRA be created to strengthen and improve WMD threat reduction.
DTRA, a designated combat support agency, was established on October 1, 1998.
The agency is authorized 1,913 military and civilian personnel and has a fiscal
year 2007 budget of $2.64 billion. The director reports to the Assistant to the
Secretary of Defense for Nuclear and Chemical and Biological Defense Programs.

DTRA headquarters is located at Fort Belvoir, VA. The agency operates
field offices at Kirtland Air Force Base, NM, Mercury, NV, and Travis Air Force
Base, CA. Overseas locations include Darmstadt, Germany; London, United
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Kingdom; Almaty, Kazakhstan; Tashkent, Uzbekistan; Moscow and Votkinsk,
Russia; Kiev, Ukraine; Baku, Azerbaijan; Thilisi, Georgia; and Yokota Air Base,
Japan. Resident liaison officers are located at various organizations, including
Combatant Command headquarters, in the national capitol region and overseas.

Our people make it possible to move DTRA toward fulfilling its mission.
They are guided daily by the agency’s values and precepts. DTRA’s future goals
are attainable because of the continuous development of our diverse, innovative,
and skilled workforce. Courses, programs, training, and outreach increase the
effectiveness of the agency’s personnel. By developing the individual, the team
and agency as a whole benefit from their improved skill sets. The workforce’s
continued leadership and dedication allow DTRA to look to the future.

The primary mission of the Equal Opportunity and Diversity Programs
office is to advise and assist the DTRA Director in carrying out DTRA’S
responsibilities relative to Title VI of the Civil Rights Act of 1964, as amended,;
and all other laws, executive orders, guidance, or instructions relative to military
and civilian equal employment opportunity issues. Secondly, we strive to secure
an environment free from personal, social, or institutional barriers that prevent all
personnel from rising to the highest level of responsibility possible.

To ensure that our Agency continues to empower its employees to achieve,
our equal opportunity and diversity goals and objectives are articulated and
published in the Director’s policy letters to include: Diversity, Harassment,
Military Equal Opportunity, Civilian Equal Employment Opportunity, and
Preventing Sexual Harassment. (See Section | for copies)

Effective April 30, 2006, Deputy Secretary of Defense Gordon England
signed the directive that implemented the National Security Personnel System
(NSPS), a new civilian human resources system, for about 11,000 DoD
employees.

Civilian employees from 12 DoD organizations, including the Defense
Threat Reduction Agency, Tricare Management Activity, Naval Sea Systems
Command, the Navy’s Office of Civilian Human Resources and Human Resources
Service Centers, Joint Warfare Analysis Center, Strategic Systems Program
Office, Human Performance Center, Commander, U.S. Pacific Fleet, the Army’s
Civilian Human Resources Agency, which includes the Civilian Personnel
Operations Center and the Civilian Personnel Advisory Centers, the Secretary of
the Air Force Manpower and Reserve Affairs office, elements of Tinker Air Force
Base in Oklahoma and the Air Force Audit Agency, were the first to transition to
the system as part of Spiral 1.1.
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On May 1, 2006, employees at the agencies/activities/offices listed above were
converted to pay bands in lieu of their General Schedule grades and given new
results-focused performance plans that are clearly linked to their organization's
mission and strategic goals.

"NSPS is critical to the department's overall transformation to a results-
oriented, performance-based culture. It will help us attract and retain the talent
we need to execute our national security mission," said Deputy Secretary of
Defense Gordon England, who also serves as the NSPS senior executive. "Our
senior leaders are ready, our employees and their supervisors are trained, and
we are excited about achieving this major milestone."

As a result of this conversion, DTRA is participating with the DoD working
group to develop a tracking mechanism for this new personnel system. In the
interim, we have converted employees back into the GS schedule to provide
consistency in this report. This may not be the plan for future reports.

This report complies with Equal Employment Opportunity Commission
(EEOC) management directives, other regulatory guidance, and instructions.
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Defense Threat Reduction Agency (DTRA) provides equal employment
opportunity to all employees and applicants for employment regardless of race, color,
religion, age, sex, national origin, disability (mental or physical), or for having engaged
in protected equal employment opportunity (EEO) activity in the past. We are
personally committed to the principles of EEO and will not tolerate discrimination
in any form. We also expect this same level of commitment from DTRA's leadership
worldwide.

If you feel that you are a victim of discrimination, including sexual harassment,
report these incidents within 45 days to the Equal Opportunity and Diversity
Programs office. Complaints of discrimination will receive immediate attention and
response from those involved, ensuring the rights of both the victim and the accused
are protected.

As a reminder, all leaders must ensure that their employees receive equal access
to the myriad programs that will allow them to achieve their full potential. Civilian
and military supervisors and managers must demonstrate the same dedication
and involvement in achieving the agency’s EEO goals as they have displayed in
accomplishing other missions and objectives. Adherence to the principles of EEO
exemplifies prudent leadership and is the right thing to do.

We strongly encourage leaders to consult with the Human Resources and Equal
Opportunity Offices when making critical employment decisions in recruitment,
selection, training, promotion, retention, and discipline of employees.

Our signatures below signify our twofold commitment to the principles of
EEO for all DTRA employees and applicants for employment. We will continue to
stgongly promote the concepts of EEO through our various programs of affirmative

Randal R. Castro

Major General, USA

Deputy Director

Defense Threat Reduction Agency

AU,
‘ﬂ;
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MILITARY EQUAL OPPORTUNITY

February 2007

It is the policy of the Defense Threat Reduction Agency (DTRA) to provide fair
treatment and equity in opportunity to all military personnel. Our team members are
Soldiers, Sailors, Airmen, and Marines - active duty, Guard, and Reserve. They have our
strongest personal respect and commitment.

We will not tolerate discrimination, harassment, or unequal treatment based on age,
race, color, religion, gender, or national origin. Military members have our absolute
assurance that the DTRA leadership will continue to maintain an environment free
from personal, social, or institutional barriers that impede their ability to contribute
fully to our mission and grow personally and professionally.

If incidents occur that violate this policy, you should seek prompt resolution at the
lowest level by using your chain of command. Those matters that cannot be resolved
should be brought to the attention of the Equal Opportunity (EO) and Diversity
Programs Office. You may call the EO Complaints Manager at 703.767.4451, DSN
427.4451, or 800.824.8823. Alternative dispute resolution procedures are available to
military members and we encourage you to consider exploring this method of conflict
resolution with EO Office personnel, if appropriate. All formal complaints will be

promptly and thoroughly investigated and appropriate action will be taken for those
that are validated.

The Deputy Director and I charge each of you to actively set the example and treat

al?ersonnel fairly and with respect.
R0

Randal R. Castro

Major General, USA

reat Reduction Agency Deputy Director

Defense Threat Reduction Agency
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The Defense Threat Reduction Agency (DTRA) is committed to creating an
environment that is characterized by inclusion, cooperation, trust, and commitment.
We foster a culture where people are empowered to accomplish our mission. We are
committed to ensuring that the leaders of DTRA encourage diversity of thought among
its employees. Each employee brings to the workplace a different perspective on how
to accomplish necessary tasks. These varied perspectives often open the door to the
development of innovative solutions.

This environment will provide a platform wherein our employees will continue
to grow personally and professionally. We will continue to provide training
that appreciates the differences and similarities in values, beliefs, customs, and
communication techniques of our employees. Diversity encourages creative
collaboration. In this new global market, we must focus on employees from various
educational, cultural, geographic and diverse socio-economic backgrounds to ensure
success. Employees are encouraged to collaborate in order to successfully complete our
mission. We are successful because we leverage the differences and similarities of all
employees. We all must ensure that such an environment exists that encourages this

type of collaboration.

The success of our agency comes not only from the dedication and experience of
our workforce, but from its diversity. Recognizing the strategic importance of achieving
a diverse workforce, we pledge to continue to recruit, train, retain, and advance our
employees in a manner that is reflective of the diversity of the nation.

it is a business imperative and bottom line, it makes good

o[ {fare

Randal R. Castro

Major General, USA

reat Reduction Agency Deputy Director

Defense Threat Reduction Agency

Workplace diversi

Director
Defense
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SEXUAL HARASSMENT

February 2007

This notice outlines our policy on preventing sexual harassment in the Defense
Threat Reduction Agency (DTRA). It is effective immediately and will be updated and

reissued it annually.

Allegations of harassment will be investigated and where substantiated, immediate
and appropriate action will be taken. Zero tolerance for harassment in any form!

* The negative consequences of sexual harassment for our agency are many
and must be measured in more than direct costs associated with complaints
and lawsuits.

¢ Less obvious and longer lasting is the damage that can come from
increased stress, strained personal relationships, decreased work effectiveness,
absenteeism, higher employee turnover, lower morale, and an overall loss of credibility

for DTRA.

On the other hand, respect and trust, at the individual and organizational levels,
will unify our workforce and ensure we all focus on a shared vision. Supervisors
must take responsibility for the actions of their subordinates and monitor the work
environment to ensure that no employee is subjected to harassment or a hostile or
offensive environment.

Please read the attached detailed definition of sexual harassment and information
about your rights and responsibilities to take action if you are the target of harassment
or if you are a manager or supervisor who knows about such conduct. If you have
any questions about this policy or want to report a violation, you may contact the EO

Office at 703.767.4451, DSN, 427.4451, or 1.800.824.8823.

You have our commitment to provide full protection from retaliation for those
who exercise their rights under this policy and to ensure confidentiality to the extent
sible. We expect total cooperation and strict adherence to this policy by all

R DRGG

ames*A. Te, Randal R. Castro
Director Major General, USA
Defense at Reduction Agency Deputy Director
Defense Threat Reduction Agency

personnel.
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DEFINITION AND GUIDELINES

The Equal Employment Opportunity Commission and the Department of
Defense define sexual harassment as unwelcome sexual advances, requests for sexual
favors, and other verbal or physical conduct of a sexual nature when:

a.  Submission to such conduct is made either explicitly or implicitly a term or
condition of an individual’s employment.

b.  Submission to or rejection of such conduct by an individual is used as the

basis for employment decisions affecting such individual.

c.  Such conduct has the purpose or effect of unreasonably interfering with an
individual’s work performance or creating an intimidating, hostile, or offensive work
environment.

This definition emphasizes that workplace conduct, to be actionable as “abusive
work environment” harassment, need not result in concrete psychological harm to the
victim, but rather need only be so severe or pervasive that a reasonable person would
perceive, and the victim does perceive, the work environment as hostile or offensive.
(“Workplace” is an expansive term for military members and may include conduct on
or off duty, 24 hours a day.) Any person in a supervisory or command position who
uses or condones any form of sexual behavior to control, influence, or affect the career,
pay, or job of a military member or civilian employee is engaging in sexual harassment.
Similarly, any military member or civilian employee who makes deliberate or repeated
unwelcome verbal comments, gestures, or physical contact of a sexual nature in the

workplace is also engaging in sexual harassment.

The following are guidelines on actions to take should you experience
inappropriate behavior that you consider sexual harassment.

*  Ask the person to stop the offensive behavior and refrain from doing it again. In
some cases, the harasser might not know the behavior is offensive or unwelcome. Be,

firm, clear, and specific about what is offensive.

*  If the behavior continues, again tell the person to stop and explain that you are
going to report the behavior, if necessary, to resolve the problem. If the behavior
continues, report it immediately to your supervisor, the Equal Opportunity Office, the
Inspector General Office, or directly to me, the Director, DTRA.

*  Claims of unlawful harassment under Title VII must be reported to the Equal
Opportunity Office within 45 days of the offending behavior. Call 703.767.4451,
DSN 247.4451, or 1.800.824.8823 to speak directly with an EO counselor.
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It is our policy to ensure that every employee works in an environment that is
free from harassment based on sexual or non-sexual issues, to include race, color,
religion national origin, age, disability, and from retaliatory harassment based on
prior involvement in the Equal Employment Opportunity process. Complainants,
witnesses, and any employee who provides information shall be protected from
retaliation.

Please read the attached definitions of “harassment” and “hostile work
environment” to clarify your understanding of these terms and your responsibility as
an employec or maﬂager.

Any Defense Threat Reduction Agency (DTRA) employee who believes that
he/she is the subject of unlawful harassment should immediately report the harassment
to their supervisory chain or through an appropriate avenue of redress. The Equal
Opportunity (EO) and Diversity Programs Office will provide advice and assistance.
Contact them at 703.767.4451, DSN 421.4451, or 800.824.8823. The complaint
process is found at EO section of the DTRANeEet.

_Managers also have a responsibility to maintain a work environment that is free
from any type of harassment. This includes, but is not limited to, notifying the EO
office if an employee raises an issue of discrimination or harassment. Management
can and were held accountable for their own behavior and that of their employees.

mptly act if a situation is brought to your attention.
é ;e Randél‘i? Castro
Director Major General, USA
Defense at Reduction Agency Deputy Director

OPPORTUNITY & DIVERSITY

Defense Threat Reduction Agency

EQUAL
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POLICY STATEMENT ON HARASSMENT

DEFINITION AND GUIDELINES

Harassment:

Unwelcome verbal or physical conduct based on race, color, religion, sex (whether
or not of a sexual nature and including same-gender harassment and gender identity
harassment), national origin, age (40 and over), disability (mental or physical), or
retaliation. An action constitutes harassment when: (1) The conduct is sufficiently
severe or pervasive to create a hostile work environment; or (2) A supervisor’s
harassing conduct results in a tangible change in an employee’s employment status or
benefits (for example, demotion, termination, failure to promote, etc.).

Hostile Work Environment:

Hostile work environment harassment occurs when unwelcome comments or
conduct based on sex, race or other legally protected characteristics unreasonably
interferes with an employee’s work performance or creates an intimidating, hostile
or offensive work environment. Anyone in the workplace might commit this type of
harassment — a management official, co-worker, or non-employee, such as a contractor,
vendor or guest. The victim can be anyone affected by the conduct, not just the
individual at whom the offensive conduct is directed.




For period covering October 1, 2005 to September 30, 2006.

PART A 1. Agency 1. Defense Threat Reduction Agency
Department
or Agency 1.a. 2" level reporting component
Identifying
Information d .
1.b. 3" level reporting component
1.c. 4" level reporting component
2. Address 2. 8725 John J. Kingman Road MSC, 6201
3. City, State, Zip Code 3. Ft. Belvoir, VA 22060-6201
4. CPDF Code | 5. FIPS code(s) 4.DD61 5.
PART B 1. Enter total number of permanent full-time and part-time employees 1. 1,131
Total
Employment 2. Enter total number of temporary employees 2. 49
3. Enter total number employees paid from non-appropriated funds 3.0
4. TOTAL EMPLOYMENT [add lines B 1 through 3] 4. 1,180
PART C 1. Head of Agency 1. Director
Agency Official Title
Official(s)
Responsible 2. Agency Head Designee 2. James A. Tegnelia
For Oversight
of EEO . . - . .
Program(s) 3. Principal EEO Director/Official 3. Linda Galimore

Official Title/series/grade

Chief/ 0260/ YC-3

4. Title VII Affirmative EEO
Program Official

4. MiChele Stevenson
Diversity Programs Manager

5. Section 501 Affirmative Action
Program Official

5. MiChele Stevenson
Diversity Programs Manager

6. Complaint Processing Program
Manager

6. Kimberly Loder- Albritton, Complaints Manager

7. Other Responsible EEO Staff
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EEOC FORMS and Documents Included With This Report

*Executive Summary [FORM 715-01 PART E], Y *Optional Annual Self-Assessment Checklist Against Essential
that includes: Elements [FORM 715-01PART G]
Brief paragraph describing the agency's \/ *EEO Plan To Attain the Essential Elements of a Model EEO
mission and mission-related functions Program [FORM 715-01PART H] for each programmatic essential
element requiring improvement
Summary of results of agency's annual self- \/ *EEO Plan To Eliminate Identified Barrier
assessment against MD-715 "Essential [FORM 715-01 PART I] for each identified barrier
Elements"
Summary of Analysis of Work Force Profiles \/ *Special Program Plan for the Recruitment, Hiring, and
including net change analysis and comparison Advancement of Individuals With Targeted Disabilities for agencies
to RCLF with 1,000 or more employees [FORM 715-01 PART J]
Summary of EEO Plan objectives planned to \/ *Copy of Workforce Data Tables as necessary to support Executive
eliminate identified barriers or correct program Summary and/or EEO Plans
deficiencies
Summary of EEO Plan action items \/ *Copy of data from 462 Report as necessary to support action items
implemented or accomplished related to Complaint Processing Program deficiencies, ADR
effectiveness, or other compliance issues
*Statement of Establishment of Continuing \ *Copy of Facility Accessibility Survey results as necessary to support
Equal Employment Opportunity Programs EEO Action Plan for building renovation projects
[FORM 715-01 PART F]
*Copies of relevant EEO Policy Statement(s) \/ *Organizational Chart

and/or excerpts from revisions made to EEO
Policy Statements
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Defense Threat Reduction Agency For period covering October 1, 2005 to September 30, 2006.

EXECUTIVE SUMMARY

The mission of DTRA is to safeguard the United States and its allies from weapons of mass
destruction (chemical, biological, radiological, nuclear, and high-yield explosives) by providing
capabilities to reduce, eliminate and counter the threat and mitigate its effects.

The Equal Opportunity (EO) and Diversity Programs Office develops national civilian Equal
Employment Opportunity (EEO) and military Equal Opportunity policy and program guidance, as
well as annual EEO reports. The office has a full-time staff of one administrative support person,
along with four EEO professionals in the 260 series augmented with one contractor as well as one
full-time employee at our regional office located in Albuquerque, New Mexico. During FY06, we
operated at less than a full staff due to the departure of the Chief, EO.

Courses, programs, training and outreach increase the effectiveness of the agency’s personnel. By
developing the individual, the team and agency as a whole benefit from their improved skill sets. It
is the workforce’s continued leadership and dedication that allows DTRA to look to the future.

DTRA seeks to hire a highly talented and diverse workforce. Students are hired within the agency
to encourage their involvement in the federal government. The agency participates in outreach
programs that focus on partnerships with educational institutions, as well as other government
agencies and private companies, to increase our diverse applicant pool.

In FY06, there were 1,180 civilian women and men employed by DTRA in 14 locations throughout
the world. Our FY06 program was a continuation of previous years' efforts under governing
affirmative employment programs for minorities, women, and people with disabilities.

DTRA evaluated its program against the self-assessment checklist included in this report, identified
areas of deficiency, and developed specific action to address them in Part H.

This year's accomplishment report and plan update contained in Part H and Part I, along with the
narrative analysis immediately preceding the workforce tables is the result of an in-depth analysis.
The following are FY06 executive highlights:

e 1,131 permanent employees and 49 temporary.

e 484 (41.0%) women and 696 men (58.9%); a ratio which changed from last year's total of
42% and 58%, respectively. The participation of women has declined steadily each year
from 51% in FYO0O, to 48.8% in FY01, 47.4% in FY02, 45.7% in FY03, 44.4% in FY04,
42% in FY05, and finally to the current participation rate of 41.0%. To be more illustrative,
between FY05 and FY06, the number of men employed by DTRA grew by 48 and the
number of women grew by 14.




e 8.2% Hispanics, 19.4% Black, 4.2% Asian Americans/Pacific Islanders, 0.42% American
Indians/Alaskan Natives, .25% Two or more races, 61.3% White and 6.3% did not have a
racial identification. *

e The representation of White women, Black men, and Asian females all decreased during
FY06. Most notably, White women decreased by 18 (net change of 6.3%).

e The number of employees with targeted disabilities increased over the past year; from 9 to
10 employees. Our current percentage of 0.85% is well below the DoD target of 2.2% and
the federal high of 2.27%.

e The number of employees with disabilities decreased over the past year, by one. Our
current percentage is 11.1%.

e The number of career Senior Executive Service (SES) positions increased from 14 to 15;
however, the representation of minorities remained constant, but the representation of
women increased by one. We now have three SES women; two are White, and one is
Asian.?

e The “feeder grades” to SES positions (GS grades 14 and 15) in our permanent positions,
show that men comprised 70.8% in the GS-14 positions and women comprised 29.3%.
Hispanics comprised 2.0%; Whites comprised 72.1%; Blacks comprised 13.6%; Asians
comprised 6.8%; Native Hawaiian/Pacific Islanders; American Indians or Alaskan natives
comprised less than 0.1% and those whose race was not identified comprised 2.7%.

e The “feeder grades” to SES positions (GS grades 14 and 15) in our permanent positions,
show that men comprised 83.1% in the GS-15 positions and women comprised 16.9%.
Hispanics comprised 2.4%; Whites comprised 83.5%; Blacks comprised 8.8%; Asians
comprised 5.9%; Native Hawaiian/Pacific Islanders; American Indians or Alaskan natives
comprised 0.0% and those whose race was not identified comprised 2.2%.

e While all of our seven major occupational categories have individuals with disabilities, only
three categories (GS-301, Miscellaneous Administration; GS-130’s, Social Science; and
GS-1300’s, Physical Science); include those with targeted disabilities. This is an increase in
the 1300 series and a decrease in the 1102 series from last year. There are four employees
with a targeted disability represented in our major occupational categories.

e The FY06, EEOC Form 462 report on complaint processing was filed timely with the
EEOC.

e InFYO06, the agency timely counseled 14 of 14 informal claims, or 100%. This was an
increase from the 90% reported in FY05.

L WHS data provided failed to identify 100 employees with a Race or National Origin Category. This data error will
skew our data and our data analysis.

2 CPDF data failed to show the SES Asian woman employed by DTRA. Inquiries reveal that filters between
DCPDS data files and CPDF data files erroneously remove this one employee.




e InFYO06, of the 14 completed counseling, 6 individuals filed 7 complaints against the
DTRA alleging employment discrimination.

e The number of complaints filed decreased by 42% from the number filed the previous year
with a 40% decrease in the number of individuals who filed complaints over the same
period. Twenty-nine (29%) percent of the complaints filed were by individuals who had
already filed at least one other complaint during the year.

e Pre-complaint EEO counseling and Alternative Dispute Resolution (ADR) programs
addressed many employees’ concerns before they resulted in a formal EEO complaint.
Despite offering ADR to 100% of the 14 individuals counseled in FYQ06, no one elected to
participate in ADR, resulting in a sharp decrease of 100 % from the 40.3% reported in
FY05. DTRA is not in-line with EEOC’s target goal of 30% participation in ADR at the
pre-complaint stage for FY06. We have updated the ADR policy, and are working towards
the EEOC’s targeted goal of 50% participation by FY009.

e There were four investigations completed in FY06 in an average of 143 days; a reduction in
days from the 206 days processed in FY05. This is below the FY06 average for federal
agencies as a whole. Further details are at Part H of this report.

e On average, the processing of a formal complaint from date of filing to date of settlement,
withdrawal, or issuance of the agency’s final order took 258 days, a decrease from the 285
processing days in FY05. The government-wide average in FY06 was 411 days.

Executive Summary




EEOC FORM

715-01 U.S. Equal Employment Opportunity Commission :
PART F FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

CERTIFICATION of ESTABLISHMENT of CONTINUING
EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS

I, Linda Galimore, Chief, EO & Diversity Programs, YC-260-3 am the
(Insert name above) (Insert official title/series/grade above)
Principal EEO
Director/Official for Defense Threat Reduction Agency

(Insert Agency/Component Name above)

The agency has conducted an annual self-assessment of Section 717
and Section 501 programs against the essential elements as prescribed
by EEO MD-715. If an essential element was not fully compliant with
the standards of EEO MD-715, a further evaluation was conducted and,
as appropriate, EEO Plans for Attaining the Essential Elements of a
Model EEO Program, are included with this Federal Agency Annual EEO
Program Status Report. :

The agency has also analyzed its work force profiles and conducted
barrier analyses aimed at detecting whether any management or
personnel policy, procedure or practice is operating to disadvantage any
group based on race, national origin, gender or disability. EEO Plans to
Eliminate Identified Barriers, as appropriate, are included with this
Federal Agency Annual EEO Program Status Report.

I certify that proper documentation of this assessment is in place and
is being maintained for EEOC review upon request.

Signature of
Certifies tha

Federal Agepgf Annual EEO Program Status Report is in compliance with EEO MD-715.

/4/// ________________________ i LAl
X ///
e ‘(.- or Agency Head Designee .
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PART G

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT
AGENCY SELF-ASSESSMENT CHECKLIST MEASURING ESSENTIAL ELEMENTS

Essential Element A: DEMONSTRATED COMMITMENT FROM AGENCY LEADERSHIP

Requires the agency head to issue written policy statements ensuring a workplace free of discriminatory harassment and a commitment to equal employment opportunity.

Compliance
Indicator

L

Measures
E 3

EEO policy statements are up-to-date.

Measure has
been met

Yes No

For all unmet measures, provide a
brief explanation in the space below
or complete and attach an EEOC
FORM 715-01 PART H to the
agency's status report

The Agency Head was installed in February 2005. The EEO policy statement was issued on June 2005. Was the EEO
policy Statement issued within 6 - 9 months of the installation of the Agency Head? If no, provide an explanation.

v

During the current Agency Head's tenure, has the EEO policy Statement been re-issued annually? If no, provide an

explanation.

Are new employees provided a copy of the EEO policy statement during orientation?

v

When an employee is promoted into the supervisory ranks, is s/he provided a copy of the EEO policy statement?

v

Compliance
Indicator

L

Measures
4

EEO policy statements have been communicated to all employees.

Measure has
been met

Yes No

For all unmet measures, provide a
brief explanation in the space below
or complete and attach an EEOC
FORM 715-01 PART H to the
agency's status report

Have the heads of subordinate reporting components communicated support of all agency EEO policies through the ranks?

Not Applicable.

Has the agency made written materials available to all employees and applicants, informing them of the variety of EEO
programs and administrative and judicial remedial procedures available to them?




Compliance
Indicator

Measures

s | Agency EEO policy is vigorously enforced by agency management.

4

Measure has
been met

Yes No

For all unmet measures, provide a
brief explanation in the space
below or complete and attach an
EEOC FORM 715-01 PART H to
the agency's status report

Are managers and supervisors evaluated on their commitment to agency EEO policies and principles, including their efforts

to:

resolve problems/disagreements and other conflicts in their respective work environments as they arise?

address concerns, whether perceived or real, raised by employees and following-up with appropriate action to correct or
eliminate tension in the workplace?

support the agency's EEO program through allocation of mission personnel to participate in community out-reach and
recruitment programs with private employers, public schools and universities?

ensure full cooperation of employees under his/her supervision with EEO office officials such as EEO Counselors, EEO
Investigators, etc.?
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Not specifically included in
supervisory element, but inherent
in leadership factors

ensure a workplace that is free from all forms of discrimination, harassment and retaliation?

AN

ensure that subordinate supervisors have effective managerial, communication and interpersonal skills in order to
supervise most effectively in a workplace with diverse employees and avoid disputes arising from ineffective
communications?

<

ensure the provision of requested religious accommodations when such accommodations do not cause an undue
hardship?

Not specifically included in
supervisory element

ensure the provision of requested disability accommodations to qualified individuals with disabilities when such
accommodations do not cause an undue hardship?

Not specifically included in
current supervisory element

Have all employees been informed about what behaviors are inappropriate in the workplace and that this behavior may result

in disciplinary actions?

Describe what means were utilized by the agency to so inform its workforce about the penalties for unacceptable behavior.

Have the procedures for reasonable accommodation for individuals with disabilities been made readily available/accessible
to all employees by disseminating such procedures during orientation of new employees and by making such procedures
available on the World Wide Web or Internet?

Multiple notifications, such as
Newcomer’s Orientation, EEO
forums, Senior Leader Training,
and Agency internal website




Have managers and supervisor been trained on their responsibilities under the procedures for reasonable accommodation? ‘/

Essential Element B: INTEGRATION OF EEO INTO THE AGENCY'S STRATEGIC MISSION

Requires that the agency's EEO programs be organized and structured to maintain a workplace that is free from discrimination in any of the agency's policies, procedures or

practices and supports the agency's strategic mission.

Compliance
Indicator The reporting structure for the EEO Program provides the Principal EEO
= Official with appropriate authority and resources to effectively carry out a
Measures
3 successful EEO Program.

Measure has
been met

Yes

No

For all unmet measures, provide a
brief explanation in the space
below or complete and attach an
EEOC FORM 715-01 PART H to the
agency's status report

Is the EEO Director under the direct supervision of the agency head? [see 29 CFR 8§1614.102(b)(4)] For subordinate level reporting
components, is the EEO Director/Officer under the immediate supervision of the lower level component's head official? (For example,
does the Regional EEO Officer report to the Regional Administrator?)

v

Are the duties and responsibilities of EEO officials clearly defined?

Do the EEO officials have the knowledge, skills, and abilities to carry out the duties and responsibilities of their positions?

If the agency has 2™ level reporting components, are there organizational charts that clearly define the reporting structure for EEO
programs?

N/A No components

If the agency has 2™ level reporting components, does the agency-wide EEO Director have authority for the EEO programs within the
subordinate reporting components?

If not, please describe how EEO program authority is delegated to subordinate reporting components.

N/A No components

Compliance The EEO Director and other EEO professional staff responsible for EEO

Indicator — programs have regular and effective means of informing the agency head and

Measures senior management officials of the status of EEO programs and are involved
3 in, and consulted on, management/personnel actions.

Measure has
been met

Yes

No

For all unmet measures, provide a
brief explanation in the space
below or complete and attach an
EEOC FORM 715-01 PART H to the
agency's status report

Does the EEO Director/Officer have a regular and effective means of informing the agency head and other top management officials of
the effectiveness, efficiency and legal compliance of the agency's EEO program?

v




Following the submission of the immediately preceding FORM 715-01, did the EEO Director/Officer present to the head of the agency
and other senior officials the "State of the Agency" briefing covering all components of the EEO report, including an assessment of the
performance of the agency in each of the six elements of the Model EEO Program and a report on the progress of the agency in
completing its barrier analysis including any barriers it identified and/or eliminated or reduced the impact of?

The Briefing was presented by the
Diversity Programs Manger

Are EEO program officials present during agency deliberations prior to decisions regarding recruitment strategies, vacancy projections,
succession planning, selections for training/career development opportunities, and other workforce changes?

These deliberations are
conducted at the Enterprise/
Directorate level. See Part H

Does the agency consider whether any group of employees or applicants might be negatively impacted prior to making human
resource decisions such as re-organizations and re-alignments?

Are management/personnel policies, procedures and practices examined at regular intervals to assess whether there are hidden
impediments to the realization of equality of opportunity for any group(s) of employees or applicants? [see 29 C.F.R. §
1614.102(b)(3)]

Is the EEO Director included in the agency's strategic planning, especially the agency's human capital plan, regarding succession
planning, training, etc., to ensure that EEO concerns are integrated into the agency's strategic mission?

Compliance
Indicator . The agency has committed sufficient human resources and budget allocations
Measures to its EEO programs to ensure successful operation.

4

Measure has
been met

Yes No

For all unmet measures, provide a
brief explanation in the space
below or complete and attach an
EEOC FORM 715-01 PART H to
the agency's status report

Does the EEO Director have the authority and funding to ensure implementation of agency EEO action plans to improve EEO program
efficiency and/or eliminate identified barriers to the realization of equality of opportunity?

Are sufficient personnel resources allocated to the EEO Program to ensure that agency self-assessments and self-analyses prescribed
by EEO MD-715 are conducted annually and to maintain an effective complaint processing system?

Are statutory/regulatory EEO related Special Emphasis Programs sufficiently staffed?

Federal Women's Program - 5 U.S.C. 7201; 38 U.S.C. 4214; Title 5 CFR, Subpart B, 720.204

Hispanic Employment Program - Title 5 CFR, Subpart B, 720.204

People With Disabilities Program Manager; Selective Placement Program for Individuals With Disabilities - Section 501 of the
Rehabilitation Act; Title 5 U.S.C. Subpart B, Chapter 31, Subchapter 1-3102; 5 CFR 213.3102(t) and (u); 5 CFR 315.709
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Are other agency special emphasis programs monitored by the EEO Office for coordination and compliance with EEO guidelines and
principles, such as FEORP - 5 CFR 720; Veterans Employment Programs; and Black/African American; American Indian/Alaska
Native, Asian American/Pacific Islander programs?

v

Compliance

Indicator ) o )
[ The agency has committed sufficient budget to support the success of its

Measures EEO Programs.

4

Measure has
been met

Yes

No

For all unmet measures, provide a
brief explanation in the space
below or complete and attach an
EEOC FORM 715-01 PART H to
the agency's status report

Are there sufficient resources to enable the agency to conduct a thorough barrier analysis of its workforce, including the provision of
adequate data collection and tracking systems

Is there sufficient budget allocated to all employees to utilize, when desired, all EEO programs, including the complaint processing
program and ADR, and to make a request for reasonable accommodation? (Including subordinate level reporting components?)

Has funding been secured for publication and distribution of EEO materials (e.g. harassment policies, EEO posters, reasonable
accommodations procedures, etc.)?

Is there a central fund or other mechanism for funding supplies, equipment and services necessary to provide disability
accommodations?

Does the agency fund major renovation projects to ensure timely compliance with Uniform Federal Accessibility Standards?

Is the EEO Program allocated sufficient resources to train all employees on EEO Programs, including administrative and judicial
remedial procedures available to employees?

Is there sufficient funding to ensure the prominent posting of written materials in all personnel and EEO offices? [see 29 C.F.R. §
1614.102(b)(5)]

Is there sufficient funding to ensure that all employees have access to this training and information?

Is there sufficient funding to provide all managers and supervisors with training and periodic up-dates on their EEO responsibilities:

for ensuring a workplace that is free from all forms of discrimination, including harassment and retaliation?

to provide religious accommodations?
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to provide disability accommodations in accordance with the agency's written procedures?

in the EEO discrimination complaint process?

to participate in ADR?

Essential Element C: MANAGEMENT AND PROGRAM ACCOUNTABILITY

This element requires the Agency Head to hold all managers, supervisors, and EEO Officials responsible for the effective implementation of the agency's EEO Program and Plan.

Compliance L. . . ) . Measure has For all unmet measures, provide a
Indicator EEO program officials advise and provide appropriate assistance to been met brief explanation in the space

L managers/supervisors about the status of EEO programs within each below or complete and attach an
Measures manager's or supervisor's area or responsibility. Yes No | EEOCFORM715-01 PARTH to

' the agency's status report

Are regular (monthly/quarterly/semi-annually) EEO updates provided to management/supervisory officials by EEO program officials? ‘/
Do EEO program officials coordinate the development and implementation of EEO Plans with all appropriate agency managers to ‘/
include Agency Counsel, Human Resource Officials, Finance, and the Chief information Officer?

C%mp”ance [The Human Resources Director and the EEO Director meet regularly to assess MEaSUfe has | For all unmet measures, provide a

Indicator . whether personnel programs, policies, and procedures are in conformity with een met Eglifmf’éf'ggmﬂ’;;”;:g:g:gﬁ an

Measures instructions contained in EEOC management directives see 29 CFR § Yes No EEOC FORM 715-01 PART H to
3 1614.102(b)(3)] the agency's status report

Have time-tables or schedules been established for the agency to review its Merit Promotion Program Policy and Procedures for

systemic barriers that may be impeding full participation in promotion opportunities by all groups?

Have time-tables or schedules been established for the agency to review its Employee Recognition Awards Program and Procedures

for systemic barriers that may be impeding full participation in the program by all groups?

Have time-tables or schedules been established for the agency to review its Employee Development/Training Programs for systemic v

barriers that may be impeding full participation in training opportunities by all groups?

Compliance
Indicator

When findings of discrimination are made, the agency explores whether or not

Measure has
been met

For all unmet measures, provide a
brief explanation in the space




disciplinary actions should be taken.
Measures

4

Yes

No

below or complete and attach an
EEOC FORM 715-01 PART H to the
agency's status report

Does the agency have a disciplinary policy and/or a table of penalties that covers employees found to have committed discrimination?

Have all employees, supervisors, and managers been informed as to the penalties for being found to perpetrate discriminatory
behavior or for taking personnel actions based upon a prohibited basis?

Has the agency, when appropriate, disciplined or sanctioned managers/supervisors or employees found to have discriminated over the
past two years?

If so, cite number found to have discriminated and list penalty /disciplinary action for each type of violation.

Does the agency promptly (within the established time frame) comply with EEOC, Merit Systems Protection Board, Federal Labor
Relations Authority, labor arbitrators, and District Court orders?

Does the agency review disability accommodation decisions/actions to ensure compliance with its written procedures and analyze the
information tracked for trends, problems, etc.?

Essential Element D: PROACTIVE PREVENTION

Requires that the agency head makes early efforts to prevent discriminatory actions and eliminate barriers to equal employment opportunity in the workplace.

Compliance
Indicator . Analyses to identify and remove unnecessary barriers to employment are
Measures conducted throughout the year.

4

Measure has
been met

Yes

No

For all unmet measures, provide a
brief explanation in the space
below or complete and attach an
EEOC FORM 715-01 PART H to the
agency's status report

Do senior managers meet with and assist the EEO Director and/or other EEO Program Officials in the identification of barriers that
may be impeding the realization of equal employment opportunity?

When barriers are identified, do senior managers develop and implement, with the assistance of the agency EEO office, agency EEO
Action Plans to eliminate said barriers?

Do senior managers successfully implement EEO Action Plans and incorporate the EEO Action Plan Objectives into agency strategic
plans?

Are trend analyses of workforce profiles conducted by race, national origin, sex and disability?
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Are trend analyses of the workforce's major occupations conducted by race, national origin, sex and disability?

Are trends analyses of the workforce's grade level distribution conducted by race, national origin, sex and disability?

Are trend analyses of the workforce's compensation and reward system conducted by race, national origin, sex and disability?

Are trend analyses of the effects of management/personnel policies, procedures and practices conducted by race, national origin, sex
and disability?

SN NS

Compliance
Indicator

—— The use of Alternative Dispute Resolution (ADR) is encouraged by senior
Measures management.

4

Measure has
been met

Yes

No

For all unmet measures, provide a
brief explanation in the space
below or complete and attach an
EEOC FORM 715-01 PART H to the
agency's status report

Are all employees encouraged to use ADR?

Is the participation of supervisors and managers in the ADR process required?

The current agency instruction
was changed December 2006 to
reflect this participation

Essential Element E: EFFICIENCY

Requires that the agency head ensure that there are effective systems in place for evaluating the impact and effectiveness of the agency's EEO Programs as well as an efficient and

fair dispute resolution process.

Cor_npliance
Indicator . The agency has sufficient staffing, funding, and authority to achieve the
Measures elimination of identified barriers.

4

Measure has
been met

Yes

No

For all unmet measures, provide a
brief explanation in the space
below or complete and attach an
EEOC FORM 715-01 PART H to the
agency's status report

Does the EEO Office employ personnel with adequate training and experience to conduct the analyses required by MD-715 and
these instructions?

v

Has the agency implemented an adequate data collection and analysis systems that permit tracking of the information required by
MD-715 and these instructions?

See Part H




Have sufficient resources been provided to conduct effective audits of field facilities' efforts to achieve a model EEO program and
eliminate discrimination under Title VII and the Rehabilitation Act?

Is there a designated agency official or other mechanism in place to coordinate or assist with processing requests for disability
accommodations in all major components of the agency?

Are 90% of accommodation requests processed within the time frame set forth in the agency procedures for reasonable
accommodation?

Compliance
Indicator , The agency has an effective complaint tracking and monitoring system in place
Measures to increase the effectiveness of the agency's EEO Programs.

4

Measure has
been met

Yes No

For all unmet measures, provide a
brief explanation in the space
below or complete and attach an
EEOC FORM 715-01 PART H to the
agency's status report

Does the agency use a complaint tracking and monitoring system that allows identification of the location, and status of complaints
and length of time elapsed at each stage of the agency's complaint resolution process?

Does the agency's tracking system identify the issues and bases of the complaints, the aggrieved individuals/complainants, the
involved management officials and other information to analyze complaint activity and trends?

Does the agency hold contractors accountable for delay in counseling and investigation processing times?

Does the agency monitor and ensure that new investigators, counselors, including contract and collateral duty investigators, receive
the 32 hours of training required in accordance with EEO Management Directive MD-1107?

Does the agency monitor and ensure that experienced counselors, investigators, including contract and collateral duty investigators,
receive the 8 hours of refresher training required on an annual basis in accordance with EEO Management Directive MD-1107?

| NN XX

Compli

|n%??;gtlgpce The agency has sufficient staffing, funding and authority to comply with the
[ time frames in accordance with the EEOC (29 C.F.R. Part 1614) regulations for

Measures

processing EEO complaints of employment discrimination.

4

Measure has
been met

Yes No

For all unmet measures, provide a
brief explanation in the space
below or complete and attach an
EEOC FORM 715-01 PART H to the
agency's status report

Are benchmarks in place that compares the agency's discrimination complaint processes with 29 C.F.R. Part 1614?

v

Does the agency provide timely EEO counseling within 30 days of the initial request or within an agreed upon extension in writing,
up to 60 days?

v




Does the agency provide an aggrieved person with written notification of his/her rights and responsibilities in the EEO process in a

timely fashion?

Does the agency complete the investigations within the applicable prescribed time frame?

When a complainant requests a final agency decision, does the agency issue the decision within 60 days of the request?

When a complainant requests a hearing, does the agency immediately upon receipt of the request from the EEOC AJ forward the

investigative file to the EEOC Hearing Office?

When a settlement agreement is entered into, does the agency timely complete any obligations provided for in such agreements?

Does the agency ensure timely compliance with EEOC AJ decisions which are not the subject of an appeal by the agency?
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Compliance . .. L. . .

.ndicitor There is an efficient and fair dispute resolution process and effective systems for
mule- | evaluating the impact and effectiveness of the agency's EEO complaint processing

Measures

program.

4

Measure has
been met

Yes No

For all unmet measures, provide a
brief explanation in the space
below or complete and attach an
EEOC FORM 715-01 PART H to the
agency's status report

In accordance with 29 C.F.R. §1614.102(b), has the agency established an ADR Program during the pre-complaint and formal
complaint stages of the EEO process?

Does the agency require all managers and supervisors to receive ADR training in accordance with EEOC (29 C.F.R. Part 1614)
regulations, with emphasis on the federal government's interest in encouraging mutual resolution of disputes and the benefits
associated with utilizing ADR?

After the agency has offered ADR and the complainant has elected to participate in ADR, are the managers required to participate?

v

Does the responsible management official directly involved in the dispute have settlement authority?

v

Compliance
Indicator . ) ) o )
The agency has effective systems in place for maintaining and evaluating the
L impact and effectiveness of its EEO programs.
Measures

4

Measure has
been met

Yes No

For all unmet measures, provide a
brief explanation in the space
below or complete and attach an
EEOC FORM 715-01 PART H to the
agency's status report




Does the agency have a system of management controls in place to ensure the timely, accurate, complete and consistent reporting of
EEO complaint data to the EEOC?

Does the agency provide reasonable resources for the EEO complaint process to ensure efficient and successful operation in
accordance with 29 C.F.R. § 1614.102(a)(1)?

Does the agency EEO office have management controls in place to monitor and ensure that the data received from Human Resources ‘/ See Part H
is accurate, timely received, and contains all the required data elements for submitting annual reports to the EEOC?

Do the agency's EEO programs address all of the laws enforced by the EEOC?

Does the agency identify and monitor significant trends in complaint processing to determine whether the agency is meeting its
obligations under Title VII and the Rehabilitation Act?

Does the agency track recruitment efforts and analyze efforts to identify potential barriers in accordance with MD-715 standards?

AN R

Does the agency consult with other agencies of similar size on the effectiveness of their EEO programs to identify best practices and
share ideas?

Compliance . . . . . . . . Measure has For all unmet measures, provide a
Indicator The agency ensures that the investigation and adjudication function of its been met brief explanation in the space
=l | complaint resolution process are separate from its legal defense arm of agency or below or complete and attach an
Measures other offices with conflicting or competing interests. Yes No [ EEOCFORM 715-01 PART H to the
' agency's status report

Are legal sufficiency reviews of EEO matters handled by a functional unit that is separate and apart from the unit which handles ‘/ Agency General Counsel has

agency representation in EEO complaints? determined that separation of
these functions is not feasible or
required

Does the agency discrimination complaint process ensure a neutral adjudication function? ‘/

If applicable, are processing time frames incorporated for the legal counsel's sufficiency review for timely processing of complaints? ‘/




Essential Element F: RESPONSIVENESS AND LEGAL COMPLIANCE

This element requires that federal agencies are in full compliance with EEO statutes and EEOC regulations, policy guidance, and other written instructions.

Compliance
Indicator
-

Measures
E 3

Agency personnel are accountable for timely compliance with orders issued
by EEOC Administrative Judges.

Measure has
been met

Yes No

Does the agency have a system of management control to ensure that agency officials timely comply with any
orders or directives issued by EEOC Administrative Judges?

v

For all unmet measures, provide a
brief explanation in the space
below or complete and attach an
EEOC FORM 715-01 PART H to the
agency's status report

Compliance

Indicator
-

Measures

The agency's system of management controls ensures that the agency timely
completes all ordered corrective action and submits its compliance report to
EEOC within 30 days of such completion.

Measure has
been met

Yes No

For all unmet measures, provide a
brief explanation in the space
below or complete and attach an
EEOC FORM 715-01 PART H to the
agency's status report

Does the agency have control over the payroll processing function of the agency? If Yes, answer the two questions below.

Defense Finance and Accounting
Services is responsible for the
payroll processing function of the
agency

Are there steps in place to guarantee responsive, timely, and predictable processing of ordered monetary relief?

Are procedures in place to promptly process other forms of ordered relief?

Compliance
Indicator
-

Measures
E 3

Agency personnel are accountable for the timely completion of actions
required to comply with orders of EEOC.

Measure has
been met

Yes No

For all unmet measures, provide a
brief explanation in the space
below or complete and attach an
EEOC FORM 715-01 PART H to the
agency's status report

Is compliance with EEOC orders encompassed in the performance standards of any agency employees?




If so, please identify the employees by title in the comments section, and state how performance is measured. Both the EO Chief and Complaints
Manager are held responsible for
timely compliance with EEOC
orders via applicable performance
standards.

Is the unit charged with the responsibility for compliance with EEOC orders located in the EEO office? ‘/

If not, please identify the unit in which it is located, the number of employees in the unit, and their grade levels in the comments
section.

Have the involved employees received any formal training in EEO compliance?

Does the agency promptly provide to the EEOC the following documentation for completing compliance:

Attorney Fees: Copy of check issued for attorney fees and /or a narrative statement by an appropriate agency official, or agency
payment order dating the dollar amount of attorney fees paid?

Awards: A narrative statement by an appropriate agency official stating the dollar amount and the criteria used to calculate the
award?

Back Pay and Interest: Computer print-outs or payroll documents outlining gross back pay and interest, copy of any checks
issued, narrative statement by an appropriate agency official of total monies paid?

Compensatory Damages: The final agency decision and evidence of payment, if made?

Training: Attendance roster at training session(s) or a narrative statement by an appropriate agency official confirming that
specific persons or groups of persons attended training on a date certain?

Personnel Actions (e.g., Reinstatement, Promotion, Hiring, Reassignment): Copies of SF-50s

Posting of Notice of Violation: Original signed and dated notice reflecting the dates that the notice was posted. A copy of the
notice will suffice if the original is not available.

Supplemental Investigation: 1. Copy of letter to complainant acknowledging receipt from EEOC of remanded case. 2. Copy of
letter to complainant transmitting the Report of Investigation (not the ROI itself unless specified).
3. Copy of request for a hearing (complainant's request or agency's transmittal letter).
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Final Agency Decision (FAD): FAD or copy of the complainant's request for a hearing.

AN




Restoration of Leave: Print-out or statement identifying the amount of leave restored, if applicable. If not, an explanation or
statement.

Civil Actions: A complete copy of the civil action complaint demonstrating same issues rose as in compliance matter.

Settlement Agreements: Signed and dated agreement with specific dollar amounts, if applicable. Also, appropriate documentation ‘/
of relief is provided.

Footnotes:
1. See 29 C.F.R. § 1614.102.

2. When an agency makes modifications to its procedures, the procedures must be resubmitted to the Commission. See EEOC Policy Guidance on Executive Order 13164: Establishing
Procedures to Facilitate the Provision of Reasonable Accommodation (10/20/00), Question 28.




DTRA Model EEO Program FY06 Annual Report and FY07 Plan Update

SUMMARY ANALYSIS OF EFFORTS TO ESTABLISH A
MODEL EEO PROGRAM

+ Essential Element A: Demonstrated Commitment from Agency Leadership

The DTRA leadership has been instrumental in ensuring a viable and effective equal
employment opportunity program. The Director supports all aspects of the agency’s program.
The new deputy director, Major General Randal R. Castro, reported in September 2006.

Five new written policy statements were published to express the commitment of the
Director and Deputy Director to EEO and a workplace free of discriminatory harassment. These
can be found at Tabs 2-6.

DTRA’s senior leaders, from each directorate and staff office, met last year during a series
of Strategic Planning off-sites to develop long-term goals and objectives for the accomplishment
of agency missions. These goals reflect the commitment of the DTRA leadership to attract,
develop, and reward a diverse workforce; to provide employees with the tools and environment
to enhance work performance; and encourage career development.

During FY06, all agency directorates developed specific staffing plans as part of the overall
DTRA Strategic Workforce Plan (SWP) to forecast future staffing needs based on specific and
comprehensive skill gap analyses. The EO and Diversity Programs Office worked closely with
the HR staff in advising directors and office chiefs on specific diversity issues and participation
rates for women, minorities, and people with disabilities.

The agency’s leadership also demonstrated their commitment by financially supporting
various EEO programs throughout the year, to include award winners from various programs,
such as the:

e Federal Asian Pacific Islander Council (FAPAC)

e Women of Color, Science and Technology Awards
e Black Engineer of the Year

e 2006 —Top Hispanics in Technology Award

e DoD Individual with a Disability Award

DTRA employees continue to be informed about EEO and diversity programs through a
variety of methods including emails, web sites, internal agency news coverage (DTRA
Connection), on bulletin boards, and static displays throughout the agency in DTRA locations,
world-wide.

e EO policy and complaint flow charts are posted on-line and on bulletin boards at all
of DTRA locations.

e The policy for Reasonable Accommodation procedures, EO programs, and the
revised policy on ADR are available to all employees.
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Essential Element B: Integration of EO into the Agency’s Strategic Mission
During FY06, the Director created campaigns for the agency. His vision is as follows:

“DTRA is a combat support agency with a critical mission at a dangerous time in

history. Our vision is to make the world safer by combating weapons of mass destruction.
These are not merely words. They are our conviction, in fact, it is our rallying cry. Our
vision is derived from a future picture of our organization which states: DTRA will be the
intellectual, technical and operational leader for DoD and U.S. Strategic Command in the
national effort to combat WMD. DTRA will be an agile, efficient, and integrated
organization composed of multitalented, innovative, diverse, and principled People.”

During a DTRA senior leadership off-site conference, he communicated three important

messages:

DTRA is ONE agency. Although the agency is composed of different elements, we must
work together daily in mutually supporting ways. We must break down internal barriers
and truly become a team of teams.

DTRA delivers. We have a reputation as a can-do agency. We pull off difficult tasks on
schedule, on budget, and on time. We must work hard to sustain and enhance this
reputation so that decisions about WMD are not made in the United States government
without consulting with DTRA. Our focus is on those we serve (in business it is:
customer focused) and we need to passionately make a positive difference for those
organizations that rely on us.

DTRA succeeds because of its People. Our People are our future and frankly, our most
important asset. Combating WMD requires unique operational and technical insights and
expertise. We must nurture and constantly replenish our professional and technical
expertise for the full range of our mission while providing the kind of balanced leadership
our People need and deserve.

The agency’s senior leaders discussed these themes at length. The themes framed the

context within which we finalized the steps needed to focus the planning, programming,
budgeting, execution, and personnel practices of DTRA around campaigns. The EEO’s
integration into these campaigns and the strategic mission, fall under the Business Excellence
Campaign which states:

Definition: The Business Excellence Campaign will modernize DTRA's business
practices, align infrastructure capabilities, and improve strategic workforce management
so that DTRA can better achieve its mission. DTRA's revolutionized business practices
will employ improved efficiencies, effectiveness, and timeliness of business activities to
support proactive, responsive, and valuable business solutions.
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o Future State: 21st century integrated business capabilities that are flexible, ethical, and
efficient; aligned and responsive to the needs of DTRA's talented and diverse workforce,
leadership, and customers.

What is the Business Enterprise (BE) Campaign doing for DTRA?

e Transforming all aspects of business support
o The People - Total Workforce Management
e The Processes - e.g., Acquisition, Security

e The Information Operations - Enabling IT

The Business Excellence Campaign:

e Transforms Human Resource Management - Strategic Workforce & Total Human
Capital management

o Revamps Acquisition Activities - innovative, timely, responsive
o Standardizes Processes - improves how they are implemented across the agency

e Improves responsiveness, transparency and availability of information - ubiquitous,
reliable, secure IT

« Aligns IT investment to evolving Agency mission/business priorities

o Allows the Agency to restructure the tooth-to-tail ratio - freeing up business support
resources to be realigned to evolving mission needs

The EO created goals under this campaign which align itself with the six essential
elements of a model EEO program, as required under both Title VII of the Civil Rights
Act of 1964 (Title VII), as amended, and Section 501 of the Rehabilitation Act
Programs.

Essential Element C: Management and Program Accountability

The senior leaders demonstrated a firm commitment to equality of opportunity for all
employees and applicants for employment by attending the first EO led “State of the Agency”
briefing. This group consisted of the Director and all Enterprise Directors. During this
briefing, the FY05 Status Report and FY06 Plan Update were discussed. In addition to
discussing strengths and weaknesses of the EEO program, recommendations for improvement
were made at the senior leader level.

The EO and HR office created a cross-functional team to work on similar tasks that
involve both offices. We created a team called H.E.A.R.T., the Human Capital and Equal
Opportunity Advisory and Recruitment/Retention and Training team. Through this
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collaborative effort, we are able to work on similar projects/reports to ensure effective
coordination, such as the MD-715, Federal Equal Opportunity Recruitment Program and the
Disabled Veterans Affirmative Action Program.

The Acting EO Chief meets monthly with the Director of the agency to discuss informal
and formal complaints filed. By tracking these cases, we are able to report trends, issues, and
problems to agency leadership for appropriate action.

The EO office created new and innovative Reasonable Accommodation pamphlets that
depict the process and are posted throughout the agency. Please see Tab 24.

Essential Element D: Proactive Prevention of Unlawful Discrimination

The agency conducted a self-assessment to monitor progress, and to identify where

barriers may operate to exclude certain groups.

During the year, DTRA participated in a number of forums to reach out to a diverse

group of potential employees by attending conferences and job fairs. Outreach efforts were
made at the following. Events focused on individuals with disabilities are in bold print:

VVVVVVVVVVVVVVVVVVVVVVVVVYYY

Hispanic Engineering & Science Organization, UNM, Albuquerque, NM

DoD Fall Extravaganza, San Juan, PR

Polytechnic University Job Fair, San Juan, PR

National Women of Color Technology Awards Conference, Atlanta, GA
Hispanic Association of Colleges and Universities, Phoenix, AZ

Career Expo for People with Disabilities, Washington, DC

Career Expo for People with Disabilities, Los Angeles, CA

Black Engineer, Baltimore, MD

Gallaudet University Job Fair, Washington, DC

James Madison University Spring Career Fair, Harrisonburg, VA

Howard University 4™ Annual Spring Career Fair, Washington, DC

National Society of Blank Engineers, Pittsburgh, PA

Presidential Management Fellows Job Fair, Washington, DC

Georgia Association of Colleges and Employers College Career Fair

The Washington Center Career Fair, Arlington, VA

Federal Asian Pacific American Council National Training Conference, Honolulu, HI
Public Service Recognition Week, Washington, DC

National Association of Colleges and Employers, Anaheim, CA

League of United Latin American Citizens (LULAC), Milwaukee, WI
Federally Employed Women’s Conference, Atlanta, GA

97" Annual NAACP National Convention/Diversity Job Fair, Washington, DC
Blacks in Government National Training Conference, New York, NY

Diverse City Job Fair, Washington, DC

University of NM, Hispanic Engineer and Science Career Fair, Albuguerque, NM
University of New Mexico, School of Business, Albuquerque, NM

Minorities in Research Science, Baltimore, MD

Wounded Heroes Career Fair, Bethesda, MD
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DTRA created a new marketing brochure to promote the agency and attract diverse
candidates. The brochure highlights the mission, shows that we continue to value, practice, and
believe in diversity and includes various outreach programs.

The agency supports advertising in a number of journals and media throughout the
country. Advertising has been an aide in making the public more familiar with DTRA
throughout the years and will continue to take advantage of this process.

The agency invests in outreach advertisement in several diversity-serving publications as
follows:

0 Career diSABLED Expo - Career & diSABLED Expo  (Los Angeles Edition)
Renard Communications, Inc. - Diversity/Careers In Engineering & Info Technology
Issue and the Fall and Summer Issues

Career Communications Group — US Black Engineer Magazine

Career Recruitment Medial/Alloy Education - Graduating Engineer Magazine

Equal Opportunity Publications, Inc. - Career & disSABLED NY Expo 2006 Edition
Personnel Strategies Inc. - NAACP Diversity Job Fair Publication

National Association of Colleges and Employers - 2006 Job Choice (Science
Engineer & Tech Students), 2006 job Choice (Business & Liberal Arts Students)
Olive Tree Publishing - Hispanic Network Magazine, Fall 2006

O O0OO0O0O0 @]

@]

For a small organization, these recruiting efforts reflect a willingness to apply significant
amounts of dollar and human resources to reaching out to attract diverse candidates for DTRA
vacancies. The newly established recruiting database, coupled with newly available applicant
data flow information, will assist us in monitoring the effectiveness of these community outreach
efforts and planning.

+ Essential Element E: Efficiency

The agency works hard at achieving efficiency in its EO complaint resolution process.
We are pleased to state that the agency timely counseled 14 of 14 informal claims. This is an
increase from the 90% reported in FY05.

In 2006, in an effort to identify and disseminate best workplace practices, the EO office
was featured in the June/July 2006 issue of Diversity/Careers in Engineering & Information
Technology, the article is below:
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Diversity In Action

June/July Issue of
Diversity/Careers Magazine

I DTRA's agenda puts diversity right up
there with security

A course on equal opportunity is mandatory for supervisors and a module on diversity is part of the
agency's leadership training

Chief of staff Deborah Walls says that senior leaders at the
Defense Threat Reduction Agency (DTRA) consider a diverse
staff "highly important.” The previous director, she recalls, listed
it right up there with safety in the agency's mission.

DTRA's diversity programs manager MiChele Stevenson notes
that the current director is following this lead. "After
accomplishing our mission, our number one goal is to respect the
differences we all bring to the table,” she says. A two-day course
on equal opportunity is mandatory for supervisors and a module
on diversity is part of the agency's leadership course.

Debbie Walls, chief of
DTRA has additional programs to get its employees more staff, talks with a diversity
involved in diversity awareness. This fiscal year, ten employees ~ workshop attendee.

were selected worldwide as collateral-duty special-emphasis

program managers. During their two-year terms, "They continue to do their regular jobs but
spend about 20 percent of their time working on affirmative employment plans and special
observances," says Stevenson.

Special emphasis programs promote equal opportunity in the hiring, advancement, training
and treatment of each targeted group. They focus on removing barriers that restrict equal
employment opportunity, Stevenson explains.

Each special-emphasis manager has one of DTRA's affinity groups as a specific area of
responsibility. There are programs for women, people with disabilities, Hispanics, African
Americans, Native Americans, Asian/Pacific Islanders and more. The managers meet quarterly
to develop strategies for increasing awareness and diversity within the agency.

"We team with the program managers to ensure that our special recruitment needs are met,"
says Stevenson. For instance, the managers help the DTRA human capital office by attending
job fairs.


http://www.diversitycareers.com/articles/pro/06-junjul/article.htm
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3 The groups and special emphasis program managers are also involved in eight
annual ethnic observances that take place across the Department of Defense.

¥ | DTRA designs its events to "enhance cross-cultural awareness and promote

g8 harmony among all military members, their families and the civilian workforce,"
i1 says Stevenson. The events are considered extensions of equal opportunity
education and training objectives.

MiChele
Stevenson DTRA's technical people are primarily electronics, civil, structural and nuclear

engineers, physicists and physical scientists and, most recently, chemists,
biologists and pharmacists.

DTRA takes advantage of a workforce recruitment program geared toward people with
disabilities offered by the Department of State and the Department of Labor. *We bring people
in for the summer and it frequently turns into a permanent position," says Kimberly Loder-
Albritton, deputy director of EEO and diversity programs.

Four years ago DTRA put in a formal mentoring program. Chief of staff Walls, who
participated as a mentor during the first year, was matched with Stevenson. Walls helped
Stevenson make a smooth transition from a long-term job in the contracts department to her
current work as diversity programs manager.

"Mentoring is a passion with me," Walls says. "I believe it's my duty to bring people along
because others have done that for me."

The program begins with an outside expert coming in once a year to identify mentors and
mentees in the agency. Matches are made based on the mentee's needs and mutual interests
with the mentor.

Then there's a kickoff meeting to introduce the participants and help them
develop a formal mentoring plan, like frequency of meetings and hoped-for
outcome. Later the expert returns to review progress and make necessary
adjustments. "We have a graduation at the end of the formal program, but most
~ pairs continue the process on their own,"” Walls notes.

Kimberly  Informally, senior leaders are encouraged to work with less experienced folks.
Loder- They mostly talk about how to navigate within the agency and the federal
Albritton  workforce as a whole.

A specific diversity group is highlighted each month at the agency. A guest
speaker is invited to the monthly senior leadership luncheon to discuss issues that particular
group may have. For example, a staffer from Jesse Jackson's Rainbow Push Coalition
participated in a panel for African American history month, Walls notes.

There's also a leadership forum for women, where senior leaders can discuss issues or simply
network.

DTRA offers work/life balance solutions like job sharing and telecommuting. Some techies
work at alternative secure sites to save commuting time.



DTRA Model EEO Program FY06 Annual Report and FY07 Plan Update

Fort Belvoir is currently anticipating an influx of people and opportunities over the next few
years as a result of base closures. As a result, two new boards have been established to help
direct the flow.

The first is a career development council to help folks learn about opportunities to move
higher in the organization. "People see that we're taking an interest in developing them
personally,” Walls says. The other is a human resources policy board that tackles issues like
strategic workforce planning. The board reviews demographics, does benchmarking and
monitors progress on achieving diversity goals

+ Essential Element F: Responsiveness and Legal Compliance

The agency fully complies with legal and regulatory compliance matters. All documents
requiring legal sufficiency reviews are coordinated with the Office of General Counsel (GC).

The Acting EO Chief meets regularly with GC on matters of mutual interest and each
seek the advice of “experts” when dealing with settlement agreements, final agency decisions
and/or EEOC decisions or orders.

The Acting EO Chief reports all agency program efforts and accomplishments to EEOC
and responds to EEOC directives and orders in accordance with EEOC instructions and time
frames.
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715-01 PART H

EEO Plan to Attain the Essential Elements of a Model EEO Program

FY 2006
Defense Threat Reduction Agency

Corresponds to Essential Element B

STATEMENT of
MODEL PROGRAM
ESSENTIAL ELEMENT
DEFICIENCY:

DTRA has not implemented an adequate data collection and analysis system
to fully support the requirements of MD-715.

OBJECTIVE:

Ensure availability of adequate data collection and analysis systems to permit
tracking and meaningful analysis of required information.

RESPONSIBLE OFFICIAL:

Chief of Equal Opportunity; Associate Director Business Enterprise

DATE OBJECTIVE
INITIATED:

January 31, 2006

TARGET DATE FOR
COMPLETION OF

September 30, 2007

OBJECTIVE:

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE
(Must be specific)

Continue current business case analysis review of available commercial off- September 2007

the-shelf IT software products and identify source.

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

This Part H is a continuing effort within DTRA to identify and deploy an adequate data system from which we will
be able to extract RNO/gender/disability data and conduct relevant analysis and barrier identification. This
initiative is now an item covered under the Business Excellence Campaign.
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715-01 PART H

EEO Plan to Attain the Essential Elements of a Model EEO Program

FY 2006

Defense Threat Reduction Agency

Corresponds to Essential Element B

STATEMENT of
MODEL PROGRAM
ESSENTIAL ELEMENT
DEFICIENCY:

Enterprise level deliberations on recruitment strategies, vacancy projections,
succession planning, selections for training/career development opportunities,
and other workforce changes lack EO input.

OBJECTIVE:

Provide proactive EO and diversity advice and guidance at the
Enterprise/Directorate/Office level.

RESPONSIBLE OFFICIAL:

Chief of Equal Opportunity and Diversity Program Manager

DATE OBJECTIVE
INITIATED:

January 31, 2006

TARGET DATE FOR
COMPLETION OF

September 30, 2007

OBJECTIVE:

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE
(Must be specific)

Attend Directorate/Office level Senior Business Officer (SBO) meetings March 2006 - Not
accomplished -Date re-
established of March 2007

Review Career Development Programs and the composition of the DTRA April 2006 - Accomplished

Career Development Council (CDC) to ensure EO participation

Schedule one-on-one meetings with each Enterprise Associate Director to gain March 2007 - Partially

insight and ensure EO participation

Accomplished, the EO Chief
will continue these
meetings

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

The Acting Chief, EO and the Diversity Programs Manager presented various briefings to the Senior Business
Officers (SBO) — these presentations included specific demographics for each directorate. The goal was to stress
the importance of diversifying the applicant pool for various selections. However, more EO involvement is needed
during the recruitment and selection stages to ensure a diverse applicant pool. The EO office will continue to work
with the Business Enterprise to ensure we are notified about upcoming SBO meetings.
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715-01 PARTH

EEO Plan to Attain the Essential Elements of a Model EEO Program

FY 2006
Defense Threat Reduction Agency Essential Element D and E
STATEMENT of Alternative Dispute Resolution (ADR) was not fully utilized by employees

MODEL PROGRAM
ESSENTIAL ELEMENT
DEFICIENCY:

during FYO6.

OBJECTIVE:

Increase participation in the ADR program.

RESPONSIBLE OFFICIAL:

ADR Advisor

DATE OBJECTIVE

January 2007

INITIATED:
TARGET DATE FOR June 2007
COMPLETION OF
OBJECTIVE:
PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE
(Must be specific)
ADR Advisor will meet with all aggrieved individuals at the onset of the Start January 2007 and
informal complaint process to offer ADR, if appropriate, and ensure continue throughout the year
understanding of the process.
ADR Advisor will create updated ADR informational materials and increase June 2007

dissemination throughout the agency

ADR Advisor will develop a specific course on ADR/mediation for all agency June 2007

personnel.

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE
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715-01 PART H

EEO Plan to Attain the Essential Elements of a Model EEO Program

FY 2006

Defense Threat Reduction Agency Essential Element D and E

STATEMENT of Alternative Dispute Resolution (ADR) Instruction 5145.5 “strongly encourages”

MODEL PROGRAM management and supervisory participation in the ADR process.

ESSENTIAL ELEMENT

DEFICIENCY:

OBJECTIVE: Revise DTRA Instruction 5145.5 to require participation in those instances
where the ADR Advisor determines ADR to be appropriate.

RESPONSIBLE OFFICIAL: ADR Advisor

DATE OBJECTIVE December 2004

INITIATED: January 2006 (new)

TARGET DATE FOR June 2005

COMPLETION OF July 2006 - ACCOMPLISHED

OBJECTIVE:

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE:

TARGET DATE
(Must be specific)

ADR Advisor will meet with all aggrieved individuals at the onset of the
informal complaint process to offer ADR, if appropriate, and ensure
understanding of the process.

January 2006 - completed

ADR Advisor will rewrite and staff changes to DTRA Instruction 5145.5.

May 2006 - completed

ADR Advisor will update ADR informational materials and increase
dissemination through DTRA.

June 2006 - completed

ADR Advisor will update ADR training module included in the DTRA
Newcomers’ Orientation Course and develop a specific course on
ADR/mediation for all agency personnel.

July 2006 - partially

completed; new course will
be addressed in a new Part

H

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

Changes to the ADR Instruction 5145.5 were completed in October 2006; the new Instruction was signed and

published on the website December 2006. This item is now closed.
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715-01 PART H

EEO Plan to Attain the Essential Elements of a Model EEO Program

FY 2006

Defense Threat Reduction Agency Corresponds to Essential Element E

STATEMENT of EEO Investigations are not completed within the applicable time limits (180

MODEL PROGRAM days from date formal complaint filed)

ESSENTIAL ELEMENT

DEFICIENCY:

OBJECTIVE: Comply with applicable time frames as set forth in 29 Code of Federal
Regulations 1614 .

RESPONSIBLE OFFICIAL: Complaints Manager

DATE OBJECTIVE January 2005

INITIATED: January 2006

TARGET DATE FOR June 2005

COMPLETION OF October 2006 - ACCOMPLISHED

OBJECTIVE:

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE:

TARGET DATE
(Must be specific)

Complaints Manager will complete a thorough review of timeliness for

investigations and establish goals for all stages of the complaint process.

March 2006 - completed

Review various tracking systems and institute a monitoring and tracking
system.

May 2006 - completed

Initiate timeliness of the investigations into the Complaint Manager’s
performance standards.

April 2006 - completed

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

e« This item was closed during FY06 -all of DTRA’s investigations were completed within the
applicable time limits - due to the implementation of these items:

e  Utilized Contract Investigators

. Completed all counselor’s reports within 10 days of the complainant filing a formal complaint
. Issued dismissal/acceptance letter within 30 days of the complainant filing a formal complaint
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715-01 PART H

EEO Plan to Attain the Essential Elements of a Model EEO Program

FY 2006

Defense Threat Reduction Agency Corresponds to Essential Element E

STATEMENT of
MODEL PROGRAM
ESSENTIAL ELEMENT
DEFICIENCY:

Some individual Defense Civilian Personnel Data System (DCPDS) and
Manpower On-line Management System (MOMS) Race/National Origin (RNO),
gender, and disability data are inaccurate.

OBJECTIVE:

Ensure data accuracy: Success is contingent upon receiving accurate
information from DCPDS.

RESPONSIBLE OFFICIAL:

Chief of Equal Opportunity and Director of Business Enterprise

DATE OBJECTIVE 2004

INITIATED:

TARGET DATE FOR June 2007

COMPLETION OF

OBJECTIVE:

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE
(Must be specific)

Team with the HR office to send out a notice asking each employee to verify March 2007

their RNO and Gender by updating their “*My-Biz” accounts

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

The EO office teamed with the BE to re-survey the workforce during FY04, that was accomplished, but errors
remained. During the transition from the GS schedule to NSPS, our servicing agency, WHS, had a problem with
the RNO category. As a result approximately 100 employees did not show a racial category. The EO office sent
out a request to those employees to update their records. However, 74 employees have not updated their records
— This year’s report shows “Race Not Identified” as a category and may skew some of our outcomes.
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SUMMARY ANALYSIS OF WORKFORCE TABLES AND
RELEVANT PERSONNEL DATA

+ Total Workforce

During FY06, the total DTRA civilian workforce grew by 62. The permanent workforce
grew by 36 and the temporary workforce increased by 26. The number of men employed grew
by 48 or a total increase in representation vice last fiscal year from 57.96% to 58.98%. The
number of women employed grew by 14, with a resulting decrease in overall representation from
42.04% to 41.02%. The EO office teamed with the BE to re-survey the workforce during FY04,
that was accomplished, but errors remained. During the transition from the GS schedule to
NSPS, our servicing agency, WHS, had a technical problem with the data collection system
regarding the Race and National Origin (RNO) category. As a result, approximately 100
employees did not indicate a racial category. The EO office sent out a request to those
employees to update their records. However, 74 employees have not updated their records. This
year’s report shows “Race not identified” as a category and may skew some of our
outcomes.

DTRA FY06 ONBOARD STRENGTH:

17 15 399

259
1131

‘l:l Officers m Enlisted m Civilian O IPA OSES ‘

From FYO5 to FY06, the number of White men increased by seven; while the number of
white women decreased by 18; their representation decreased from 65.7% to 61.27%. The
number of Hispanic employees (both men and women) and their overall representation remained
constant as it has since FY04. It is significant to note that the representation of Black men
decreased by 8, from 9.9% to 8.7% while last year this group had the largest increase among the
targeted groups. The number of Asian employees increased by 4 men and decreased by 2
women for an overall representational of 4.16%. The number of Native American employees
remained constant as it has from FY04 to FY05.

70% -
62%
60% 1
50%
40% -
30% - 19%
20% . .
10% " 8% 7%
0% 0
0% 0 — | [ ] | [ 1]
Anerican  Asian Black Hspanic White Not
Indian Indentified

in DOFDS
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+ Occupational Groups

Officials and Managers Grouping:

The Executive/Senior Level (GS-15 and above) category grew from 140 to 153. The
number of men grew by 10; from 117 to 127, and the number of women in this category grew by
3; from 23 to 26. White employees increased from 118 to 125. Black women and Asian men
increased by one each. This category will be monitored closely in the future. Planned actions
are outlined in Part I.

The Mid-Level (Grades 13-14) category grew from 87 to 104, with the most significant
increase occurring in the number of White employees (from 63 to 76).

The First-Level (Grades 12 and below) category increased from 16 to 49, with the largest
increase being in the number of White employees which grew from 10 to 36.

The Other category grew from 455 to 480. The largest racial group reduction occurred in
White employees.

Professionals: This category grew from 271 in FY05 to 391 in FY06. The number of
men employed grew from 171 to 278, while the number of women grew from 100 to 113.

Technicians: This category increased from 19 to 25. The number of men grew from 16
to 22, while the number of women remained constant at 3. The entire increase this year was in
the category of White males.

Administrative Support Worker: The number of personnel in this job category decreased
from 106 to 102.

+ Participation across General Schedule (GS) Grades (Permanent)

Effective April 30, 2006, Deputy Secretary of Defense Gordon England signed the directive
that implemented the National Security Personnel System (NSPS), a new civilian human
resources system, for about 11,000 DoD employees.

Civilian employees from 12 DoD organizations, including the Defense Threat Reduction
Agency, Tricare Management Activity, Naval Sea Systems Command, the Navy’s Office of
Civilian Human Resources and Human Resources Service Centers, Joint Warfare Analysis
Center, Strategic Systems Program Office, Human Performance Center, Commander, U.S.
Pacific Fleet, the Army’s Civilian Human Resources Agency, which includes the Civilian
Personnel Operations Center and the Civilian Personnel Advisory Centers, the Secretary of the
Air Force Manpower and Reserve Affairs office, elements of Tinker Air Force Base in
Oklahoma and the Air Force Audit Agency, were the first to transition to the system as part of
Spiral 1.1.
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Participation across General Schedule (GS) Grades (Permanent)

Men continue to predominately occupy higher grade levels.

100.00%
90.00% -
80.00%
70.00% A
60.00% H
50.00% A
40.00%
30.00% '
20.00%
10.00% - I‘h
0 + - j_l-l I_’_‘ .-|_| o m ﬂL
0.00 White Hispanic Hispanic Black Asian American American Two or Two or Race not. | Race Not
MEN WOMEN | White Men P P Black Men Asian Men . Indian  |More Races|More Races| Identified | Identified
Women Men Women Women Women | Indian Men
Women Men Women Men Women
‘I:IGS 1-4 71.43% 28.57% 28.57% 14.29% 42.86% 0.00% 0.00% 0.00% 0.00% 14.29% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
WGS 5-8 31.40% 68.60% 11.57% 35.54% 3.31% 9.09% 10.74% 14.88% 1.65% 2.48% 0.00% 0.83% 0.00% 0.00% 4.13% 5.79%
OGS 9-12 52.18% 47.82% 29.37% 21.84% 6.07% 4.61% 10.44% 16.75% 1.46% 0.73% 0.49% 0.00% 0.24% 0.24% 4.13% 3.64%
OGS 13-15 69.04% 30.96% 51.10% 20.64% 3.38% 2.54% 7.61% 6.09% 4.23% 1.02% 0.34% 0.00% 0.17% 0.00% 2.20% 0.68%
B SES 80.00% 20.00% 73.33% 13.33% 0.00% 0.00% 0.00% 0.00% 0.00% 6.67% 0.00% 0.00% 0.00% 0.00% 6.67% 0.00%

+ Participation across Wage Grades

The DTRA employs three wage grade personnel, all of whom are permanent and are
men; one is Hispanic — at the six level and the other two are White males at the five level. No
analysis is appropriate for these data due to the small number.

& Participation for Major Occupations

The DTRA monitors seven major occupations based on their relationship to our primary
missions and population size — Security, Social Science, Miscellaneous Administration,
Management/Program Analyst, Contracting, Physical Science, and Engineering, The following
are snapshots of these major occupations and identified potential trigger points for new or
continued barrier analysis and action planning.
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Security — GS-0080

This occupation saw a decrease from 56 to 51 personnel during the past fiscal year; 2
men and 3 women. The representation of Hispanics, Whites, and Asians remained constant
while the number of Black personnel decreased from 17 to 13; 1 Black man and 3 Black women.
This occupation shows men at 68.6% vs. women at 31.4%. This is a change from last year’s
representation of men at 66.1% vs. women at 33.9%. White females are significantly below their
CLF levels; while we note that Black men and women exceed their CLF levels.

The groups below are currently below their relevant Civilian Labor Force (CLF)
benchmark as indicated. The representation of White women is significantly below the
applicable 2000 CLF and this specific discrepancy will be monitored closely in connection with
actions described in Part | herein.

FY 04 FYO5 FYO06 2000 CLF
# % # % # %

HM 3 5.3 2 3.9 2 3.9 4.7

HF 2 3.5 2 3.9 2 3.9 5.3

WF 7 12.5 7 13.7 6 11.5 39.7

AI/ANM 0 0.0 0 0.0 0 0 0.2

AI/ANF 0 0.0 0 0.0 0 0 0.2

Social Science — GS-0130

The total number of DTRA permanent positions in social science career fields remained
constant over the past two years at 41; however, FY06 saw an increase of seven employees.
There remains a conspicuous absence of Hispanic and Black women, Asian men and women,
and American Indian men and women. The participation rate for White women is significantly
less than their availability in the CLF. However, we note that the representation of Hispanic
males and Black males and females increased. The representation for Black men and women in
this career field exceed their CLF. Race not identified category shows six men and three women.
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FY 04 FYO05 FYO06 2000 CLF

# % # % # % %
HF 0 0.0 0 0.0 0 0.0 1.7
HM _ _ _ _ 1 1.39 2.2
\WF 9 24.3 11 26.8 11 22.9 40.4
BF 1 2.7 1 2.4 0 0.07 1.4
BM N/A N/A N/A N/A 5 4.2 1.6
AM 0 0.0 0 0.0 0 0.0 2.0
AF 0 0.0 0 0.0 0 0.0 2.1

Miscellaneous Administration — GS-0301

This occupation saw an increase from 245 to 270 personnel during the past fiscal year.
This occupation is predominately male at 74.1% vs. 25.9% of women. Of note: our Black male

population is 14.1% compared to the CLF of 4.9%.

FY 04 FYO5 FY06 2000 CLF

# % # % # % %
HM 5 2.4 7 2.9 7 2.6 4.7
HF 3 1.4 3 1.2 5 1.9 5.3
WF a7 23.2 43 17.6 | 45 | 16.7 39.7
AM 1 0.4 2 0.8 3 1.1 2.6
AF 0 0.0 0 0.00 o | oo 2.3
AI/ANF 1 0.4 ) 0.00 o | oo 0.4

Management and Program Analysis — GS-0343

The total number of DTRA management/program analyst positions increased from 119 to
129 during the past fiscal year. Women continue to increase their numbers in this career field
with a participation rate of 80.6%, which is significantly above the CLF benchmark of 38.6%.
White males are significantly below the CLF in this series. The 343 and 1102 series are the
only major occupation series where this occurs. The tables at Tab - 13 reveal that Hispanic
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males and females are above the CLF in this series. Of note is that Black women are 33.3%,
while their CLF is 3.3%.

FY 04 FYO5 FYO6 2000

CLF
# %0 # % H % %

WM 9 9.8 12 10.1 12 9.3 52.5
AM 0 0.0 2 1.7 3 2.3 3.4
AI/ANM 0 0.0 0 0.0 0 0.0 0.1
IAI/ANF 0 0.0 0 0 0 0.0 0.1

Contracting - GS-1102

The contracting field remained constant from FY05 to FY06. We note that Hispanic men
are now above their CLF.

FY 04 FYO5 FYO6 2000 CLF
#H %0 #H %0 # % %0
HM 1 1.8 1 1.69 2 3.4 2.9
WM 19 35.2 16 27.12 | 15 25.4 39.8
WF 22 40.7 23 38.98 | 21 35.6 42.7
AI/ANM 0 0.0 0 0.00 0 0.0 0.2
IAI/ANF 0 0.0 0 0.00 0 0.0 0.3
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Physical Science - GS-1300’s

The physical science career fields experienced little change in overall participation rates
of women and minorities. Women remain at 12% of the total and both Asian men and women
are under their expected participation rate based on their CLF benchmarks. The participation
rate for White women is 7.7%, while their availability rate is 22.9%.

FY 04 FYO05 FY06 2000 CLF
# % # % # % %
HM 0 0.0 1 1.3 1 1.4 2.2
HF 0 0.0 0 0.0 0 0 1.7
BF = - = 0 0.0 1.4%
WF 7 8.8 6 7.7 4 5.6 22.9
AM 6 7.5 5 6.4 4 5.6 15.3
AF 2 25 2 2.6 1 1.4 7.8
AI/ANM 0 0.0 0 0.0 0 0.0 0.1
AI/ANF 0 0.0 0 0.0 0 0.0 0.1

Engineering - GS-0800

Men dominate the engineering career field at 97.6% compared to women at 2.4%, well
below the CLF of 10.4%. Even though CLF data indicate women to be available at the rate of
10.4%, their representation in DTRA is 2.4%, well below the benchmark. We note that Asian
men exceed their CLF levels.

EY 04 FYO5 FYO6 2000 CLF
H % H % H % %
HM (0] 0.0 1 1.3 9 11.0 3.20
HF 0 0.0 0 0.0 2 2.4 0.6
WF 7 8.8 6 7.7 0 0.0 7.10
AF - - - - 0 0 1.6
AM 6 7.5 5 6.4 15 18.2 9.9
Al/ANM (0] 0.0 (0] 0.0 0 0.0 0.2
Al/ANF 0 0.0 0 0.0 0 0.0 0.0
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+ Applicant Flow Data for Major Occupations

Our servicing civilian personnel office, the Human Resource Service Center (HRSC)
instituted an applicant flow collection process during the 1* quarter of FY06, using the newly
released OPM Standard Form (SF) 181. We will now benefit from this critical information for
this year’s analysis, barrier identification, action planning, and reporting. This is a voluntary
process, so while the system is available, not all choose to self identify. Of the 12,849
applications received only 5,067 self identified — the largest category being White males,
followed by Black females. Of those who identified their race and gender, only 60 were hired.

+ New Hires

149 new civilian employees came on board with DTRA during FY06, either by external
hiring, transfer, or reinstatement actions. All groups were represented in these accessions.
Overall, women accounted for a lower number than men (37.2% compared to 62.8%,
respectively) added to the DTRA permanent workforce; Hispanics were 2.3%, Whites were
37.21%, Blacks were 12.4% Asians were 2.3%, and those that didn’t identify their race was
43.4%.

Veteran, student, and intern programs serve as DTRA’s primary feeder pool. Increased
emphasis is placed on recruiting students and interns from populations where low participation
rates exist.

e Intern Program: During FYO06, the agency centrally funded 13 career intern positions and 2
positions were funded by the Enterprises.
0 Graduated and placed in permanent positions: 3
o0 Interns assigned to Headquarters: 11
0 Interns assigned to Albuquerque: 2
o Total onboard during FY: 13

e Presidential Management Fellows Program: During FY06, the agency centrally funded
nine Presidential Management Fellows (PMFs).

Graduated and placed in permanent positions: 2

Recruited new PMFs that came onboard during FY: 6

PMFs assigned to Headquarters: 9

PMFs assigned to Albuquerque: 0

Total onboard during FY: 9

O O0O0OO0O0

e Summer Program: During FY06, the agency hired 24 students to participate in the summer
program.
0 Returning from previous year: 10
Recruited new students: 11
WRP students: 2
SMART: 1
Assigned to Headquarters: 20
Assigned to Germany: 1

O O0O0OO0O0
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0 Assigned to Albuguerque: 3
0 Students converted from summer to STEP: 5
o0 Total number of participants: 24

e STEP Program: Student Temporary Employment Program: During FY06, the agency had
eight students participate in this program. These students work year-round while attending
school in positions that are not directly related to their field of study. One student was
converted during the year to SCEP.

e SCEP Program: Student Career Experience Program: During FY06, the agency had nine
students participate in this program. These students are majoring in a field of study, which
relates directly to their work within the agency and work year-round. One student was
placed in a permanent position during the year.

e SMART Program: Science, Mathematics, and Research for Transformation: During FY06,
the agency participated as a member in the Science Math and Research for Transformation
sponsored by DoD, and hosted one participant.

The data reveal that we are not taking full advantage of the “feeder” programs to achieve
diversity. White men and women are predominant participants in these programs.

Students
70%- 63%

60%-
50%-
40%-
30%-
20%. 11% o 15%
10% o 4%

0% : . |_|

T T I T

American Asian Black Hispanic White RNI
Indian
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Interns
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New Hire Incentives:

It is DTRA policy to pay up to 25% of the annual rate of basic pay as (1) Recruitment
Bonuses, (2) Relocation Bonuses, and (3) Retention Allowances. Employees new to the Federal
government are also eligible for Superior Qualifications Appointments (SQA). New and current
employees are also eligible for the Student Loan Repayment Program, (SLRP) which may award
up to a maximum of $10,000 per year or $60,000 overall per employee. The effective use of
these flexibilities assists in achieving, managing, and retaining a model workforce.

During FY06, 18 new and current employees were granted 22 incentives. (Two
individuals received two incentives each and one received three.

Workforce Recruitment Program:

The WRP for college students with disabilities is co-sponsored by the Department of
Labor (DoL) and the DoD. This program connects employers with college students and recent
college graduates with disabilities who are eager to prove their abilities in the workforce. The
WRP provides an opportunity for colleges and universities to place students with disabilities in
summer jobs at no cost to the school, the student, or the employer. DTRA hired two students
through this program during FY06. As noted earlier, two participants of the WRP were returning
students who participated in the program the previous year. This item is addressed in Section H
and I.

10
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+ Non-Competitive Promotions — Time in Grade

Forty-nine personnel were non-competitively promoted during FY06. Men represented
44.9%, Women were 55.1%, Hispanics were 14.3%, an increase from last year’s 6.4%, Whites
were 61.2%, Blacks were 20.4%, Asians were 0.0%, and American Indians were 0.5% of the
total. Race not identified was 4.1%. No data were available with regard to time-in-grade in
excess of the minimum required.

+ Internal Selections for Senior Level Positions (GS-13 and 14, GS-15 and SES)

No data were available to analyze these categories. This poses a major problem in our
efforts to collect data and is addressed in Part | herein.

+ Participation in Career Development

The agency developed a Human Capital Plan that is in coordination. A key initiative
identified in the plan is succession planning and the executive development program. The
executive development program is designed to focus on three distinct categories of development;
senior, mid, and entry level. During FY06, Enterprises developed Strategic Workforce Staffing
Plans to forecast vacancies and projected attrition. Both strategic and tactical approaches are
featured in the plans as well as recommended sources for recruitment. Organizations nominate
participants for most developmental programs. A limited number of competitive programs are
reviewed by a panel, which includes EO representation. During FY05, agency employees
participated in 1,303 instances of funded training. During FY06, agency employees participated
in 764 instances of funded training with the following breakdown:

e American Indian -0

e Asian/Pacific Islander - 21
e Black - 268

e Hispanic — 56

e White - 394

e Not Identified — 25

This is a sharp increase in the number of Hispanics as compared to none in FY05. While the
numbers are still low, this is a significant increase in participation.

11
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PARTICIPANTS IN FORMAL GOVERNMENT-WIDE CAREER DEVELOPMENT
PROGRAMS
FY06 Total Number of Participants = 15 GS and Pay band

Race/National Origin & GS 5-8 GS 9-12 GS 13-15
Gender

% # % # %

Overall Total 1

Total Men 1

Total Women

PN W

Total Blacks

Black Men

Black Women

[

-

Total Hispanics

Hispanic Men

Hispanic Women 1

Total Asian/Pacific
Islanders

Asian/Pacific Islander Men

Asian/Pacific Islander
Women

Total Native Americans

Native American Men

Native American Women

Race/National Origin & Pay Band 1 Pay Band 2 Pay Band 3
Gender
# % # % # %

Overall Total 2 3 6

Total Men 2 5

Total Women 2 1 1
Total Blacks 1 1 1

Black Men

Black Women 1 1 1

Note: National Security Personnel System (Pay Bands reflected in lieu of GS Grades)

12
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PARTICIPANTS IN FORMAL AGENCY CAREER DEVELOPMENT PROGRAMS
FY06 Total Number of Participants = 44 in GS and Pay Bands

Race/National Origin & GS1-4 GS 5-8 GS9-12
Gender

# % % %

Overall Total

Total Men

Total Women

Total Blacks

RPN |3
RPN W3

Black Men

Black Women

Total Hispanics 1

Hispanic Men

Hispanic Women 1

Race/National Origin & Pay Band 1 Pay Band 2 Pay Band 3
Gender

% # % %

Overall Total

Total Men

Total Women

N
e}
WWw|o|H

Total Blacks

Black Men

RPIFRINWIN|OT|H
-
[N

Black Women

Total Hispanics 2

Hispanic Men

Hispanic Women 2

Total Asian/Pacific 1
Islanders

Asian/Pacific Islander Men 1

Asian/Pacific Islander
Women

Note: National Security Personnel System (Pay Bands reflected in lieu of GS Grades)

13
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+ Employee Recognition and Awards

Of the number of Quality Step Increases given, (118) White males and females received
66.1%; the largest group being white males at 48.3%. White males and females also received the
largest amount of cash awards over $501.00.

+ Separations

One hundred and thirty-one employees separated from DTRA during FY06. Women
separated at a rate of 47.3%, while they represent only 41.0% of the overall DTRA population.
Blacks separated at a rate of 20.9%, while they represent 19.4% of the workforce. The majority
of this group was Black women, at 10.9%.

+ EXit Survey

The Agency's Exit Survey, administered to departing military and civilian personnel in the
National Capital Region (NCR) by the Equal Opportunity and Diversity Programs Office, is
another attempt to acquire feedback regarding the satisfaction of the workforce and to obtain
information that will aid in retention. As a section | item from last year, this is the new and
revised exit survey that will allow us to proactively make changes to assist us in retention.

See Tab-17 for information on FYQ6 survey responses.
+ Discipline
Three indefinite suspensions, two Hispanic males, and one White male were processed

during FY06 along with two removals, one Hispanic male, and one Black female. There are no
apparent trends or barriers to equal opportunity revealed by these data.

14
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Table Al: TOTAL WORKFORCE - Distribution by Race/Ethnicity and Sex
RACE/ETHNICITY
TOTAL Non- Hispanic or Latino
Employment WORKFORCE Hispanic or : Na.I.IVE American
Tenure Latino White LS Afrlcan Asian Hawaiian O lindian or Alaska Two ormore .Race_ r?ot
American Other Pacific . races identified
Islapder Native
All | male | female male female male female male female male female male female male female male female male female
TOTAL
Prior FY # 1118 648 470 52 45 450 284 111 124 31 16 0 0 4 1 0 0
% | 100% | 57.96% | 42.04% | 4.65% | 4.03% | 40.25% | 25.40% | 9.93% | 11.09% | 2.77% | 1.43% | 0.00% | 0.00% | 036% | 009% | 0.00% | 000% | 0.0% | 0.00%
Current FY # 1180 696 484 52 45 457 266 103 126 35 14 0 0 4 1 2 1 43 31
% | 100% | 58.98% | 41.02% | 4.41% | 3.81% | 38.73% | 2254% | 873% | 1068% | 297% | 1.19% | 0.00% | 0.00% | 034% | 008% | 017% | 008% | 3.64% | 2.63%
CLF (2000) % | 100% | 53.20% | 46.80% | 6.20% | 4.50% | 39.00% | 33.70% | 4.80% 5.70% 190% | 1.70% | 0.10% | 0.10% | 0.30% | 0.30% | 0.80% | 0.80%
 [Pliire e # 62 48 14 0 0 7 -18 -8 2 4 -2 0 0 0 0 2 1 43 31
|Rati0 Change % | 000% | 1.02% | -1.02% | -0.24% | -0.21% | -1.52% | -2.86% | -1.20% | -041% | 0.19% | -024% | 0.00% | 0.00% | -0.02% | 0.00% | 0.17% | 0.08% | 3.64% | 2.63%
[Net Change % | 555% | 7.41% 2.98% | 0.00% | 0.00% | 156% | -6.34% | -7.21% | 1.61% [ 12.90% | -12.50% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
PERMANENT
Prior FY # 1095 635 460 52 45 443 277 107 121 29 16 0 0 4 1 0 0
% | 100% | 57.99% | 42.01% | 475% | 4.11% | 40.46% | 25.30% | 9.77% | 11.05% | 2.65% | 1.46% | 0.0% | 000% | 037% | 0.09% | 0.00% | 0.00% | 000% | 0.00%
Current FY # 1131 666 465 52 45 439 256 101 123 33 13 0 0 4 1 2 1 35 26
% | 100% | 58.89% | 41.11% | 4.60% | 3.98% | 38.82% | 22.63% | 893% | 1088% | 292% | 1.15% | 0.00% | 0.00% | 035% | 009% | 0.18% | 009% | 3.09% | 2.30%
|Difference # 36 31 5 0 0 -4 21 -6 2 4 -3 0 0 0 0 2 1 35 26
|Rati0 Change % | 000% | 090% | -0.90% | -0.15% | -0.13% | -1.64% | -2.66% | -0.84% | -017% | 0.27% | -0.31% | 0.00% | 000% | -0.01% | 0.00% | 0.18% | 0.09% | 3.09% | 2.30%
[Net Change % | 320% | 4.88% 1.09% | 0.00% | 0.00% | -090% | -7.58% | -561% | 1.65% [ 13.79% | -18.75% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
TEMPORARY
Prior FY # 23 13 10 0 0 7 7 4 3 2 0 0 0 0 0 0 0
% | 100% | 56.52% | 43.48% | 0.00% | 0.00% | 30.43% | 30.43% | 17.39% | 13.04% | 8.70% | 0.00% | 0.00% | 000% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Current FY # 49 30 19 0 0 18 10 2 3 2 1 0 0 0 0 0 0 8 5
% | 100% | 61.22% | 38.78% | 0.00% | 0.00% | 36.73% | 20.41% | 4.08% 6.12% | 4.08% | 2.04% | 0.00% | 000% | 0.00% | 0.00% | 0.00% [ 0.00% | 16.33% | 10.20%
 [PliirCise # 26 17 9 0 0 11 3 2 0 0 1 0 0 0 0 0 0 8 5
|Rati0 Change % | 000% | 470% | -470% | 0.00% | 000% | 6.30% | -10.03% | -13.31% | -6.92% | -4.61% | 2.04% | 0.00% | 0.00% | 0.00% | 000% | 0.00% | 0.00% | 16.33% | 10.20%
[Net Change % | 113.04% | 130.77% | 90.00% | 0.00% | 0.00% | 157.14% | 42.86% | -50.00% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 0.00%
NON-APPROPRIATED
Prior FY #
% | 100% 0.00% 0.00% | 0.00% [ 0.00% | 000% | 0.00% [ 0.00% 0.00% | 0.00% | 000% | 0.00% | 000% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00%
Current FY #
% | 100% 0.00% 0.00% | 0.00% [ 0.00% | 000% | 0.00% [ 0.00% 0.00% | 0.00% | 000% | 0.00% | 000% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00%
|Difference # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
|Rati0 Change % | 000% | 0.00% 0.00% | 0.00% | 0.00% | 000% | 0.00% | 0.00% 0.00% | 0.00% | 000% | 0.00% | 000% | 0.00% | 0.00% | 000% [ 0.00% | 0.00% | 0.00%
|Net Change % | 0.00% | 0.00% 0.00% | 0.00% | 000% | 000% | 0.00% | 0.00% 0.00% | 0.00% | 000% | 0.00% | 000% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00%
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Table A2: TOTAL WORKFORCE BY COMPONENT - Distribution by Race/Ethnicity and Sex

RACE/ETHNICITY
TOTAL Non- Hispanic or Latino
Employment EMPLOYEES Hispanic or Bl . Native Hawaiian|  American
. . ack or African . - - Two or more
Tenure Latino White American Asian or Other Pacific Indian or_ races
Islander Alaska Native
All male female male female male female male female male female male female male female male female
#
TOTAL FY % | 100% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% 0.00%
CLF 2000 100% | 53.20% | 46.80% | 6.20% 4.50% 39.00% | 33.70% 4.80% 5.70% 1.90% 1.70% 0.10% 0.10% | 0.30% | 0.30% | 0.80% 0.80%
#
% | 100% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% 0.00%
#
% | 100% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% 0.00%
#
% | 100% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% 0.00%
#
% | 100% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% 0.00%
#
% | 100% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% 0.00%
#
% | 100% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% 0.00%
#
% | 100% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% 0.00%
#
% | 100% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% 0.00%
#
% | 100% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% 0.00%
#
% | 100% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% 0.00%
#
% | 100% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% 0.00%
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Table A3-1: OCCUPATIONAL CATEGORIES - Distribution by Race/Ethnicity and Sex

RACE/ETHNICITY
ey sriaral TOTAL Non- Hispanic or Latino
P . EMPLOYEES Hispanic or Black or African NEUR HEWATEN)  ATIEEE) Two or more Race not
Catego ries Latino White ] Asian or Other Pacific Indian or . s
American . races identified
Islander Alaska Native
All | male | female male | female male | female male | female male | female male | female male | female male | female male | female
1. Officials and Managers
Executive/Senior Level # | 13 | 127 26 2 1 107 18 7 5 8 1 0 0 0 0 0 0 3 1
(Grades 15 and Above)
% | 100% | 83.01% | 16.99% | 1.31% | 0.65% | 69.93% | 11.76% | 4.58% | 3.27% | 5.23% | 0.65% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 1.96% | 0.65%
. # 104 77 27 9 1 54 22 8 4 5 0 0 0 0 0 0 0 1 0
Mid-level (Grades 13-14)
% | 100% | 74.04% | 25.96% | 8.65% | 0.96% | 51.92% | 21.15% | 7.69% | 3.85% | 4.81% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.96% | 0.00%
First-Level (Grades12and | # | 49 35 14 1 1 28 8 3 3 0 1 0 0 0 0 0 0 3 1
Below
) % | 100% | 71.43% | 28.57% | 2.04% | 2.04% | 57.14% | 16.33% | 6.12% | 6.12% | 0.00% | 2.04% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 6.12% | 2.04%
# 480 234 246 17 24 137 121 51 76 5 8 0 0 4 0 2 1 18 16
- Other
% | 100% | 48.75% | 51.25% | 3.54% | 5.00% | 28.54% | 25.21% | 10.63% | 15.83% | 1.04% | 1.67% | 0.00% | 0.00% | 0.83% [ 0.00% | 0.42% | 0.21% | 3.75% | 3.33%
Officials and Managers - # 786 473 313 29 27 326 169 69 88 18 10 0 0 4 0 2 1 25 18
ok % | 100% | 60.18% | 39.82% | 3.69% | 3.44% | 41.48% | 21.50% | 8.78% | 11.20% | 2.29% | 1.27% | 0.00% | 0.00% | 0.51% [ 0.00% | 0.25% | 0.13% | 3.18% | 2.29%
2. Professionals # 391 278 113 22 8 198 69 21 24 20 5 0 0 0 1 0 0 17 6
% | 100% | 71.10% | 28.90% | 5.63% | 2.05% | 50.64% | 17.65% | 5.37% | 6.14% | 5.12% | 1.28% | 0.00% | 0.00% | 0.00% [ 0.26% | 0.00% | 0.00% | 4.35% | 1.53%
3. Technicians # 25 22 3 4 1 16 1 1 1 1 0 0 0 0 0 0 0 0 0
% | 100% | 88.00% | 12.00% | 16.00% | 4.00% | 64.00% | 4.00% | 4.00% | 4.00% | 4.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
4. Sales Workers # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
5. Administrative # 102 30 72 4 10 10 41 13 16 1 0 0 0 0 0 0 0 2 5
Support Workers % | 100% | 29.41% | 70.59% | 3.92% | 9.80% | 9.80% | 40.20% | 12.75% | 15.69% | 0.98% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 1.96% | 4.90%
6. Craft Workers # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
7. Operatives # 2 2 0 0 0 1 0 1 0 0 0 0 0 0 0 0 0 0 0
% | 100% |100.00% | 0.00% | 0.00% | 0.00% | 50.00% | 0.00% | 50.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
# 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
8. Laborers and Helpers
% | 100% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
9. Service Workers # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%




DEFENSE THREAT REDUCTION AGENCY

Table A3-2: OCCUPATIONAL CATEGORIES - Distribution by Race/Ethnicity and Sex

TOTAL Non- Hispanic or Latino
. . Natve -
i i Hispanic or . " American
Occupatlonal CateQOHES EMPLOYEES P . . Black or African . Hawaiian or . Two or more Race not
Latino White . Asian o Indian or . o
American Other Pacific . races identified
Alaska Native
Islander
All | male | female male | female male | female male | female male | female male | female male | female male | female male | female
1. Officials and Managers
Executive/Senior Level (Grades | # 153 127 26 2 1 107 18 7 5 8 1 0 0 0 0 0 0 3 1
15 and Above) o7
%] 12.97% | 18.25% | 537% | 3.85% | 2.22% | 23.41% | 6.77% | 6.80% | 3.97% | 22.86% | 7.14% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 6.98% | 3.23%
] # 104 77 27 9 1 54 22 8 4 5 0 0 0 0 0 0 0 1 0
- Mid-Level (Grades 13-14) o7
%] 881% | 11.06% | 558% | 17.31% | 2.22% | 11.82% | 827% | 7.77% | 3.17% | 14.29% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 2.33% | 0.00%
) # 49 35 14 1 1 28 8 3 3 0 1 0 0 0 0 0 0 3 1
- First-Level (Grades 12 and o7
Below) %] 415% | 503% | 2.89% | 1.92% | 2.22% | 6.13% | 3.01% | 291% | 238% | 000% | 7.14% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 6.98% | 3.23%
- Other # 480 234 246 17 24 137 121 51 76 5 8 0 0 4 0 2 1 18 16
% | 40.68% | 33.62% | 50.83% | 32.69% | 53.33% | 29.98% | 45.49% | 49.51% | 60.32% | 14.20% | 57.14% | 0.00% | 0.00% | 100% | 0.00% | 100.00% | 100.00% | 41.86% | 51.61%
Officials and Managers - # 786 473 313 29 27 326 169 69 88 18 10 0 0 4 0 2 1 25 18
TOTAL % | 66.61% | 67.96% | 64.67% | 55.77% | 60.00% | 71.33% | 63.53% | 66.99% | 69.84% | 51.43% | 71.43% | 0.00% | 0.00% | 100% | 0.00% | 100.00% | 100.00% | 58.14% | 58.06%
2. Professionals # 391 278 113 22 8 198 69 21 24 20 5 0 0 0 1 0 0 17 6
% | 33.14% | 39.94% | 23.35% | 42.31% | 17.78% | 43.33% | 25.94% | 20.30% | 19.05% | 57.14% | 35.71% | 0.00% | 0.00% | 0.00% | 100.00% | 0.00% | 0.00% | 39.53% | 19.35%
3. Technicians # 25 22 3 4 1 16 1 1 1 1 0 0 0 0 0 0 0 0 0
% | 212% | 3.16% | 062% | 7.60% | 2.229% | 350% | 038% | 097% | 079% | 2.86% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
4. Sales Workers # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 000% | 0.00% | 0.00% | 000% | 0.00% | 0.00% | 000% | 000% | 000% | 000% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
5. Administrative Support # 102 30 72 4 10 10 41 13 16 1 0 0 0 0 0 0 0 2 5
Workers % | gea% | 431% | 14.88% | 7.60% | 22220 | 2.19% | 15.41% | 12.62% | 12.70% | 2.86% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 4.65% | 16.13%
6. Craft Workers # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 0.00% | 0.00% | 000% | 0.00% | 0.00% | 0.00% | 000% | 000% | 000% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
7. Operatives & 2 2 0 0 0 1 0 1 0 0 0 0 0 0 0 0 0 0 0
% | 017% | 029% | 0.00% | 0.00% | 0.00% | 022% | 000% | 097% | 000% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
8. Laborers and Helpers | # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 000% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 0.00% | 000% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00%
9. Service Workers & 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 0.00% | 0.00% | 000% | 0.00% | 0.00% | 0.00% | 000% | 000% | 000% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Total Workforce # 1 1180 696 484 52 45 457 266 103 126 35 14 0 0 4 1 2 1 43 31
% | 100% | 100% 100% | 100% | 100% | 100% 100% 100% 100% 100% 100% | 100% | 100% | 100% | 100% | 100% | 100% | 100% 100%

NOTE: Percentages computed down columns and NOT across rows.




DEFENSE THREAT REDUCTION AGENCY

Table A4-1: PARTICIPATION RATES FOR GENERAL SCHEDULE (GS) GRADES by Race/Ethnicity and Sex (Perm Only)

RACE/ETHNICITY
TOTAL Non- Hispanic or Latino
CHALL SIZE AN D EMPLOYEES B0 . Black or African . NN Hawai_ia_m American Two or more Race not
RELATED GRADES Latino White . Asian or Other Pacific [Indian or Alaska . cer
American . races identified
Islander Native

All male female male female male female male female male female male female male female male female male female

Gs-01 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

GS-02 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

GS-03 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

GS-04 # 7 5 2 3 0 2 1 0 0 0 1 0 0 0 0 0 0 0 0
% 100% | 71.43% | 28.57% | 42.86% | 0.00% | 28.57% | 14.29% | 0.00% | 0.00% | 0.00% | 14.29% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00%

GS-05 # 10 4 6 0 3 2 1 1 1 1 0 0 0 0 0 0 0 0 1
% 100% | 40.00% | 60.00% [ 0.00% | 30.00% | 20.00% | 10.00% | 10.00% | 10.00% | 10.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% ([ 0.00% | 10.00%

GS-06 # 14 4 10 1 2 2 5 1 2 0 0 0 0 0 0 0 0 0 1
% 100% | 28.57% | 71.43% | 7.14% | 14.29% | 14.29% | 35.71% | 7.14% | 14.29% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 7.14%

GS-07 # 66 26 40 2 5 10 22 8 8 1 1 0 0 0 1 0 0 5 3
% 100% | 39.39% | 60.61% [ 3.03% | 7.58% | 15.15% | 33.33% | 12.12% | 12.12% | 1.52% | 1.52% | 0.00% | 0.00% | 0.00% | 1.52% | 0.00% | 0.00% | 7.58% | 4.55%

GS-08 # 31 4 27 1 1 0 15 3 7 0 2 0 0 0 0 0 0 0 2
% 100% | 12.90% | 87.10% | 3.23% | 3.23% | 0.00% | 48.39% | 9.68% | 22.58% | 0.00% | 6.45% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 6.45%

GS-09 # 83 39 44 4 2 15 17 13 20 1 1 0 0 0 0 0 0 6 4
% 100% | 46.99% | 53.01% | 4.82% | 2.41% | 18.07% | 20.48% | 15.66% | 24.10% | 1.20% | 1.20% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 7.23% | 4.82%

GS-10 # 6 0 6 0 0 0 4 0 2 0 0 0 0 0 0 0 0 0 0
% 100% | 0.00% |100.00%( 0.00% | 0.00% | 0.00% | 66.67% [ 0.00% | 33.33% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

Gs-11 # 156 79 7 12 8 48 38 13 22 2 1 0 0 2 0 0 1 2 7
% 100% | 50.64% | 49.36% | 7.69% | 5.13% | 30.77% | 24.36% | 8.33% | 14.10% | 1.28% | 0.64% | 0.00% | 0.00% | 1.28% | 0.00% | 0.00% | 0.64% | 1.28% | 4.49%

GS-12 # 167 97 70 9 9 58 31 17 25 3 1 0 0 0 0 1 0 9 4
% 100% | 58.08% | 41.92% | 5.39% | 5.39% | 34.73% | 18.56% | 10.18% | 14.97% | 1.80% | 0.60% | 0.00% | 0.00% | 0.00% | 0.00% | 0.60% | 0.00% [ 5.39% | 2.40%

Gs-13 # 308 191 117 15 11 132 76 27 22 8 5 0 0 1 0 1 0 7 3
% 100% | 62.01% | 37.99% | 4.87% | 3.57% | 42.86% | 24.68% | 8.77% | 7.14% | 2.60% | 1.62% | 0.00% | 0.00% | 0.32% | 0.00% | 0.32% | 0.00% | 2.27% | 0.97%

GS-14 # 147 104 43 3 3 76 30 11 9 9 1 0 0 1 0 0 0 4 0
% 100% | 70.75% | 29.25% | 2.04% | 2.04% | 51.70% | 20.41% | 7.48% | 6.12% | 6.12% | 0.68% | 0.00% | 0.00% | 0.68% | 0.00% | 0.00% | 0.00% | 2.72% | 0.00%

GS-15 # 136 113 23 2 1 94 16 7 5 8 0 0 0 0 0 0 0 2 1
% 100% | 83.09% | 16.91% | 1.47% | 0.74% | 69.12% | 11.76% | 5.15% | 3.68% | 5.88% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 1.47% | 0.74%

All other # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
(unspecified GS) % 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

Senior Ex. Service 0# 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%




DEFENSE THREAT REDUCTION AGENCY

Table A4-1: PARTICIPATION RATES FOR GENERAL SCHEDULE (GS) GRADES by Race/Ethnicity and Sex (Temp Only)

RACE/ETHNICITY

TOTAL Non- Hispanic or Latino
S, G188, AID EMPLOYEES B0 . Black or African . NN Hawai_ia_m American Two or more Race not
RELATED GRADES Latino White . Asian or Other Pacific [Indian or Alaska . e
American . races identified
Islander Native
All male female male female male female male female male female male female male female male female male female
# 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 1
GS-01 % 100% | 0.00% |100.00%( 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 100.00%
GS-02 # 2 0 2 0 0 0 1 0 1 0 0 0 0 0 0 0 0 0 0
% 100% | 0.00% |100.00%( 0.00% | 0.00% | 0.00% | 50.00% [ 0.00% | 50.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
GS-03 # 6 4 2 0 0 1 0 1 1 0 0 0 0 0 0 0 0 2 1
% 100% | 66.67% | 33.33% [ 0.00% | 0.00% | 16.67% | 0.00% | 16.67% | 16.67% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 33.33% | 16.67%
GS-04 # 3 1 2 0 0 1 1 0 0 0 0 0 0 0 0 0 0 0 1
% 100% | 33.33% | 66.67% [ 0.00% | 0.00% [ 33.33% | 33.33% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% ([ 0.00% | 33.33%
GS-05 # 3 2 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 2 0
% 100% | 66.67% | 33.33% [ 0.00% | 0.00% | 0.00% | 33.33% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 66.67% | 0.00%
GS-06 # 7 3 4 0 0 0 2 1 0 0 0 0 0 0 0 0 0 2 2
% 100% | 42.86% | 57.14% | 0.00% | 0.00% | 0.00% | 28.57% | 14.29% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 28.57% | 28.57%
GS-07 # 2 0 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0
% 100% | 0.00% |100.00%( 0.00% | 0.00% | 0.00% |100.00%| 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
GS-08 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
# 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
G509 % 100% | 100.00% | 0.00% | 0.00% | 0.00% |[100.00%| 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
GS-10 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
# 3 2 1 0 0 1 0 0 1 1 0 0 0 0 0 0 0 0 0
G- % 100% | 66.67% | 33.33% [ 0.00% | 0.00% | 33.33% | 0.00% | 0.00% | 33.33% | 33.33% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
GS-12 # 2 2 0 0 0 1 0 0 1 0 0 0 0 0 0 0 0 0 0
% 100% | 100.00% | 0.00% | 0.00% | 0.00% | 50.00% | 0.00% | 0.00% | 50.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
# 2 1 1 0 0 0 1 0 0 1 0 0 0 0 0 0 0 0 0
GS-13 % 100% | 50.00% | 50.00% [ 0.00% | 0.00% | 0.00% | 50.00% [ 0.00% | 0.00% | 50.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
GS-14 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
GS-15 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100% | 100.00% | 0.00% | 0.00% | 0.00% [100.00%| 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
All other # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
(unspecified GS) % 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
. . # 15 12 3 0 0 11 2 0 0 0 1 0 0 0 0 0 0 1 0
Senior Ex. Service % 100% | 80.00% | 20.00% [ 0.00% | 0.00% [ 73.33% | 13.33% [ 0.00% | 0.00% | 0.00% | 6.67% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 6.67% | 0.00%




DEFENSE THREAT REDUCTION AGENCY

Table A4-2: PARTICIPATION RATES FOR GENERAL SCHEDULE (GS) GRADES by Race/Ethnicity and Sex (Perm Only)

RACE/ETHNICITY

GS/il\lfllI’DSEs, TOTAL Non- Hisq\?ar%li\(/:eor Latino
RELATED EMPLOYEES H'T_p;?r:g or White Black or African Asian Hawaiian or Indg:]eo?cAalgska Two or more 'Race_ qot
GRADES American Otrj; E’::\::flc Native races identified
All male female male female male female male female male female male female male female male female male female
# 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Gs-o1 % | 100% | 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 000% | 000% | 0.00% | 0.00% | 000% | 0.00% | 000% | 0.00% | 000% | 000% | 000% | 0.00% [ 0.00%
# 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Gs:02 % | 100% | 0.00% 0.00% | 0.00% | 000% | 0.00% | 0.00% | 000% | 0.00% | 0.00% | 000% | 0.00% | 000% | 0.00% | 000% [ 000% | 000% | 0.00% [ 0.00%
# 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-03 % | 100% | 0.00% 0.00% | 0.00% | 000% | 0.00% | 000% | 000% | 0.00% | 0.00% | 000% | 0.00% | 000% | 0.00% | 000% | 000% | 000% | 000% [ 0.00%
# 7 5 2 3 0 2 1 0 0 0 1 0 0 0 0 0 0 0 0
S04 % | 100% | 0.75% 0.43% 577% | 0.00% | 046% | 039% | 000% | 000% | 000% | 7.69% | 0.00% [ 0.00% | 0.00% | 000% | 000% | 000% | 0.00% | 0.00%
# 10 4 6 0 3 2 1 1 1 1 0 0 0 0 0 0 0 0 1
GS-05 % | 100% | 0.60% 129% | 0.00% | 667% | 046% | 039% | 099% | 0.81% | 3.03% | 000% [ 000% | 0.00% | 000% | 000% | 0.00% | 0.00% | 0.00% | 3.85%
# 14 4 10 1 2 2 5 1 2 0 0 0 0 0 0 0 0 0 1
GS-00 % | 100% | 0.60% 2.15% 1.92% | 4.44% | 046% | 195% | 099% | 1.63% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 000% | 000% | 0.00% | 3.85%
# 66 26 40 2 5 10 22 8 8 1 1 0 0 0 1 0 0 5 3
Gs07 % | 100% | 3.90% 8.60% 385% | 11.11% | 228% | 859% | 7.92% | 650% | 3.03% | 7.69% | 0.00% [ 0.00% | 0.00% | 100.00% | 0.00% | 0.00% | 14.29% | 11.54%
# 31 4 27 1 1 0 15 3 7 0 2 0 0 0 0 0 0 0 2
GS:08 % | 100% | 0.60% 5.81% 1.92% | 222% | 000% | 58% | 297% | 569% | 000% | 15.38% | 0.00% [ 0.00% | 0.00% | 000% | 000% | 0.00% | 0.00% | 7.69%
# 83 39 44 4 2 15 17 13 20 1 1 0 0 0 0 0 0 6 4
GS-09 % | 100% | 5.86% 9.46% 769% | 4.44% | 3.42% | 664% | 12.87% | 16.26% | 3.03% | 7.69% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 17.14% | 15.38%
# 6 0 6 0 0 0 4 0 2 0 0 0 0 0 0 0 0 0 0
GS-10 % | 100% | 0.00% 129% | 0.00% | 000% [ 000% | 156% | 0.00% | 1.63% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 000% | 0.00% | 0.00% | 0.00%
# | 156 79 77 12 8 48 38 13 22 2 1 0 0 2 0 0 1 2 7
G- % | 100% | 11.86% | 16.56% | 23.08% | 17.78% | 10.93% | 14.84% | 12.87% | 17.89% | 6.06% | 7.69% | 0.00% | 0.00% | 50.00% | 0.00% | 0.00% | 100.00% | 571% | 26.92%
# | 167 97 70 9 9 58 31 17 25 3 1 0 0 0 0 1 0 9 4
Gs-12 % | 100% | 1456% | 15.05% | 17.31% | 20.00% | 13.21% | 12.11% | 16.83% | 20.33% | 9.09% | 7.69% | 0.00% | 0.00% | 0.00% | 0.00% | 50.00% | 0.00% | 25.71% | 15.38%
# | 308 191 117 15 1 132 76 27 22 8 5 0 0 1 0 1 0 9 3
Gs-13 % | 100% | 28.68% | 25.16% | 28.85% | 24.44% | 30.07% | 29.69% | 26.73% | 17.89% | 24.24% | 38.46% | 0.00% | 0.00% | 25.00% | 0.00% | 50.00% | 0.00% | 25.71% | 11.54%
#| 147 104 43 3 3 76 30 1 9 9 1 0 0 1 0 0 0 4 0
Gs-14 % | 100% | 15.62% | 6.46% | 045% | 045% | 11.41% | 450% | 1.65% | 1.35% | 1.35% | 0.15% [ 0.00% | 0.00% | 0.15% | 000% | 0.00% | 0.00% | 0.60% | 0.00%
# | 136 113 23 2 1 94 16 7 5 8 0 0 0 0 0 0 0 2 1
G5 % | 100% | 16.97% | 4.95% 385% | 222% | 21.41% | 625% | 6.93% | 4.07% | 24.24% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 000% | 000% | 571% | 3.85%
All other # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
(unspecified %
GS) 100% | 0.00% 0.00% | 0.00% | 000% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 0.00% | 000% | 0.00% | 000% | 000% | 000% | 000% [ 0.00%
Senior Ex. # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Service % | 100% | 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% [ 000% | 000% | 000% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% 0.00% 0.00% | 0.00% | 0.00%
OTAL #1131 666 465 52 45 439 256 101 123 33 13 0 0 4 1 2 1 35 26
% | 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% | 100% 100% 100% 100% 100% 100% 100%

NOTE: Percentages computed down columns and NOT across rows.




DEFENSE THREAT REDUCTION AGENCY

Table A4-2: PARTICIPATION RATES FOR GENERAL SCHEDULE (GS) GRADES by Race/Ethnicity and Sex (Temp Only)
RACE/ETHNICITY
GS/(,SAI\I\/III'DSES, TOTAL Non- Hisrl)\?aqligeor Latino
RELATED EMPLOYEES Hlf_p;c?r:((:) or White Black or African Asian Hawaiian .o'r Indgrr?:)?(j:lr;ska Two or more _Race_ rTot
GRADES American Other Pacific Native races identified
Islander
All male female male female male female male female male female male female male female male female male female
# 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 1
Gs-ol % | 100% | 0.00% 526% | 0.00% | 000% [ 000% | 000% | 000% | 0.00% | 000% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 0.00% | 0.00% | 0.00% | 20.00%
# 2 0 2 0 0 0 1 0 1 0 0 0 0 0 0 0 0 0 0
GS:02 % | 100% [ 000% | 1053% | 0.00% | 000% | 000% | 10.00% | 0.00% | 33.33% | 0.00% | 0.00% [ 0.00% | 0.00% | 000% | 000% | 000% | 0.00% | 0.00% | 0.00%
# 6 4 2 0 0 1 0 1 1 0 0 0 0 0 0 0 0 2 1
G5-08 % | 100% | 13.33% | 1053% | 0.00% | 000% | 556% | 000% | 50.00% | 33.33% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 0.00% | 0.00% | 25.00% | 20.00%
# 3 1 2 0 0 1 1 0 0 0 0 0 0 0 0 0 0 0 1
S04 % | 100% | 333% | 1053% | 0.00% | 000% | 556% | 10.00% | 000% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 0.00% | 0.00% | 0.00% | 20.00%
# 3 2 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 2 0
GS-05 % | 100% | 6.67% 526% | 0.00% | 000% | 000% | 1000% | 000% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 000% | 000% | 0.00% | 0.00% | 25.00% | 0.00%
# 7 3 4 0 0 0 2 1 0 0 0 0 0 0 0 0 0 2 2
GS-06 % | 100% [ 10.00% | 21.05% | 0.00% | 0.00% | 000% | 20.00% | 50.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 0.00% | 0.00% | 25.00% | 40.00%
# 2 0 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0
Gs-07 % | 100% | 000% | 1053% | 0.00% | 000% | 000% | 20.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 000% | 000% | 000% | 0.00% | 0.00% | 0.00%
# 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-08 % | 100% | 0.00% 0.00% | 0.00% | 000% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 0.00% | 000% | 0.00% | 000% | 000% | 000% | 000% [ 0.00%
# 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
G509 % | 100% | 3.33% 0.00% | 0.00% | 000% | 556% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 0.00% | 000% | 0.00% | 000% | 000% | 000% | 000% | 0.00%
# 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-10 % | 100% | 0.00% 0.00% | 0.00% | 000% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 0.00% | 000% | 0.00% | 000% | 000% | 000% | 000% [ 0.00%
# 3 2 1 0 0 1 0 0 1 1 0 0 0 0 0 0 0 0 0
et % | 100% | 6.67% 526% | 0.00% | 000% | 556% | 000% | 000% | 33.33% | 50.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 000% | 0.00% | 0.00% | 0.00% | 0.00%
# 2 2 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0 1 0
Gs-12 % | 100% | 6.67% 0.00% | 0.00% | 000% | 556% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 0.00% | 000% | 0.00% | 000% | 000% | 000% | 12.50% | 0.00%
# 2 1 1 0 0 0 1 0 0 1 0 0 0 0 0 0 0 0 0
Gs-13 % | 100% | 3.33% 526% | 0.00% | 000% | 000% | 10.00% | 0.00% | 0.00% | 50.00% | 0.00% | 0.00% | 0.00% | 000% | 000% | 0.00% | 0.00% | 0.00% | 0.00%
# 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-14 % | 100% | 0.00% 0.00% | 0.00% | 000% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 0.00% | 000% | 0.00% | 000% | 000% | 000% | 000% [ 0.00%
# 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
Gs-15 % | 100% | 6.67% 0.00% | 0.00% | 000% | 11.11% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 0.00% | 000% | 0.00% | 000% | 000% | 000% | 000% [ 0.00%
All other 1 o 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
J(unspecified %
GS) 100% | 0.00% 0.00% | 0.00% | 000% | 0.00% | 000% | 0.00% | 0.00% [ 0.00% | 000% | 0.00% | 000% | 0.00% | 000% | 000% | 000% | 0.00% [ 0.00%
Senior EX. # 15 12 3 0 0 1 2 0 0 0 1 0 0 0 0 0 0 1 0
Service % | 100% | 40.00% | 15.79% | 0.00% | 0.00% | 61.11% [ 20.00% | 0.00% | 000% | 0.00% [ 100.00% | 0.00% | 0.00% [ 000% | 000% | 000% | 000% [ 1250% | 0.00%
rOTAL # 49 30 19 0 0 18 10 2 3 2 1 0 0 0 0 0 0 8 5
% | 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100%
NOTE: Percentages computed down columns and NOT across rows.




DEFENSE THREAT REDUCTION AGENCY

Table A5-1: PARTICIPATION RATES FOR WAGE GRADES by Race/Ethnicity and Sex (Perm Only)

RACE/ETHNICITY
V\\//VIBV/\\//VSG& TOTAL Non- Hispanic or Latino

OTHER Wage EMPLOYEES H'T_p;?rl]zor White Black or African Asian ':?tgti]::,al:\?;il;zg American Ind!an Two or more .Race.r?ot

Grades American Islander or Alaska Native races identified
All male female male female male female male female male female male female male female male female male female

Grade-01 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

(Grade-02 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

(Grade-03 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

(Grade-04 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

Grade-05 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% |100.00%| 0.00% | 0.00% | 0.00% |[100.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

(Grade-06 # 1 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100% |100.00%| 0.00% |100.00%| 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

Grade-07 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

(Grade-08 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

(Grade-09 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

(Grade-10 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

Grade-11 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

Grade-12 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

Grade-13 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

(Grade-14 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

Grade-15 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

All Other Wade | # 3 3 0 1 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
R % | 100% |100.00%| 0.00% | 33.33% | 0.00% | 66.67% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%




DEFENSE THREAT REDUCTION AGENCY

Table A5-1: PARTICIPATION RATES FOR WAGE GRADES by Race/Ethnicity and Sex (Temp Only)

RACE/ETHNICITY

V\\//VIBV/\\//VSG& TOTAL Non- Hispanic or Latino
EMPLOYEES PSR o Black or African NEHYS (ETTENED) American Indian| Two or more Race not
OTHER Wage Latino White ckor/ Asian or Other Pacific ¢ 2 o ormo S
American or Alaska Native races identified
Grades Islander
All male female male female male female male female male female male female male female male female male female
Grade-01 #
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-02 #
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-03 #
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-04 #
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-05 #
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-06 #
(1] s 0 s 0 a 0 s 0 o 0 o 0 i 0 i 0 o 0 i 0 o 0 o (] o 0 i 0 o 0 i 0 i 0 i 0
% | 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% 0.00%
Grade-07 #
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-08 #
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-09 #
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-10 #
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-11 #
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-12 #
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-13 #
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-14 #
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-15 #
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
All Other Wade | #
Grad
rades % | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%




DEFENSE THREAT REDUCTION AGENCY

Table A5-2: PARTICIPATION RATES FOR WAGE GRADES by Race/Ethnicity and Sex (Perm Only)

RACE/ETHNICITY

WD/WG, : : :
WL/WS & TOTAL Non- Hispanic or Latino
OTHER EMPLOYEES Hispapic or . Black or African . Native Hawal'la'm American Indian| Two or more Race not
Wage el LA American Asian RO or Alaska Native races identified
Islander
Grades

All male female male female male female male female male female male female male female male female male female

Grade-01 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
%/ 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

Grade-02 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
%[ 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

(Grade-03 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
%/ 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

(Grade-04 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
%[ 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

Grade-05 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 66.67% | 0.00% | 0.00% | 0.00% | 100.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

(Grade-06 # 1 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% [ 100% | 33.33% | 0.00% |100.00%| 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

Grade-07 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
%/ 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

(Grade-08 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
%[ 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

(Grade-09 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
%/ 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

Grade-10 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
%[ 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

Grade-11 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
%/ 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

Grade-12 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
%[ 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

Grade-13 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
%/ 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

(Grade-14 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
%[ 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% [ 0.00% | 0.00%

Grade-15 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

All Other # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
ade Grades 175 100% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%

TOTAL # 3 3 0 1 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0

NOTE: Percentages computed down columns and NOT across rows.




DEFENSE THREAT REDUCTION AGENCY

Table A5-2: PARTICIPATION RATES FOR WAGE GRADES by Race/Ethnicity and Sex (Temp Only)

RACE/ETHNICITY

WD/WG, s .
WL/WS & TOTAL Non- Hispanic or Latino
i i . Native Hawaiian . .
OTHER EMPLOYEES Hlsparncor . Black or African . ... |American Indian| Two or more Race not
Wage Latino White . Asian or Other Pacific . . o
g American or Alaska Native races identified
Islander
Grades
All male female male female male female male female male female male female male female male female male female
Grade-01 #
% [ 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-02 #
% | 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-03 #
% [ 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-04 #
% | 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-05 #
% [ 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-06 #
% | 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-07 #
% [ 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-08 #
% | 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-09 #
% [ 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-10 #
% | 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-11 #
% [ 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-12 #
% | 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-13 #
% [ 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-14 #
% | 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Grade-15 #
% [ 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
All Other #
\Wade Grades
% | 100% 0.00% 0.00% 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
TOTAL #

NOTE: Percentages computed down columns and NOT across rows.




DEFENSE THREAT REDUCTION AGENCY

Table A6: PARTICIPATION RATES FOR MAJOR OCCUPATIONS - Distribution by Race/Ethnicity and Sex (Perm Only)

RACE/ETHNICITY
Job Title/Series TOTAL Non- Hispanic or Latino
Agency Rate EMPLOYEES H'Spaf"c or . Black or African . Native Hawal_le_m Am(_erlcan Two or more Race not
Occupational CLF Latino White American Asian or Other Pacific Indian or races identified
Islander Alaska Native
All male female male female male female male female male female male female male female male female male female
# 52 36 16 2 2 23 6 8 5 1 1 0 0 0 0 0 0 2 2

Security 0080 |,
® | 100% | 69.23% | 30.77% | 3.85% | 3.85% | 44.23% | 11.54% | 15.38% | 9.62% | 1.92% | 1.92% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 3.85% | 3.85%

Occupational CLF 100% | 4340% | 56.60% | 470% | 530% | 30.20% | 39.70% | 4.90% | 7.80% | 260% | 2.30% | 000% | 0.00% | 0.20% | 0.20% | 000% | 0.00% | 0.00% [ 0.00%
Social Science | # 48 32 16 1 0 20 1 5 2 0 0 0 0 0 0 0 0 6 3
0130s % | 100% | 66.67% | 33.33% | 2.08% | 0.00% | 41.67% | 22.92% | 10.42% | 4.17% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 12.50% | 6.25%
Occupational CLF 100% | 50.10% | 49.90% | 1.90% | 2.20% | 42.00% | 40.40% | 2.40% | 380% | 200% | 2.10% | 000% | 0.00% | 0.60% | 0.50% | 0.00% | 0.00% | 0.00% [ 0.00%
Misc Admin | * | 2w 200 70 7 5 138 45 38 18 3 0 0 0 3 0 1 0 10 2
0301 % | 100% | 74.07% | 25.93% | 2.59% | 1.85% | 51.11% | 16.67% | 14.07% | 6.67% | 1.11% | 0.00% | 0.00% | 0.00% | 1.11% | 0.00% | 0.37% | 0.00% | 3.70% | 0.74%
Occupational CLF 100% | 4340% | 56.60% | 470% | 530% | 30.20% | 39.70% | 4.90% | 7.80% | 260% | 2.30% | 0.00% | 0.00% | 0.20% | 0.40% | 000% | 0.00% | 0.00% [ 0.00%
Mgt/Program | ¥ | 129 25 104 4 1 12 43 5 43 3 3 0 0 0 0 0 0 1 4

Analyst 0343 % | 100% | 19.38% | 80.62% | 3.10% | 8.53% | 9.30% | 33.33% | 3.88% | 33.33% | 2.33% | 2.33% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.78% | 3.10%

Occupational CLF 100% | 61.40% | 38.60% | 2.00% | 1.60% | 5250% | 3110% | 250% | 3.30% | 340% | 1.90% | 000% | 000% | 0.10% | 0.10% | 000% | 0.00% | 0.00% [ 0.00%
Contracting £ 59 25 34 2 4 15 21 5 5 1 1 0 0 0 0 0 1 2 2
1102 % | 100% | 42.37% | 57.63% | 3.39% | 6.78% | 25.42% | 35.59% | 8.47% 8.47% | 1.69% | 1.69% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 1.69% | 3.39% | 3.39%
Occupational CLF 100% | 47.00% | 53.00% | 2.90% | 3.20% | 39.80% | 4270% | 250% | 470% | 1.00% | 1.30% | 0.00% | 0.00% | 0.20% | 0.30% | 000% | 0.00% | 0.00% | 0.00%
Physical Science £ 72 65 7 1 0 55 4 3 0 4 1 0 0 0 0 0 0 2 2
1300s % | 100% | 90.28% | 9.72% | 1.39% | 0.00% | 76.39% | 5.56% 4.17% 0.00% | 5.56% | 1.39% [ 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 2.78% | 2.78%
Occupational CLF 100% | 65.60% | 34.40% | 2.20% | 1.70% | 45.40% | 22.90% | 160% | 1.40% | 1530% | 7.80% | 0.00% | 0.00% | 0.10% | 0.10% | 000% | 0.00% | 0.00% [ 0.00%
Engineering £ 82 80 2 9 2 49 0 3 0 15 0 0 0 0 0 0 0 4 0
0800s % | 100% | 97.56% | 2.44% | 10.98% | 2.44% | 59.76% | 0.00% 3.66% 0.00% | 18.29% | 0.00% [ 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 4.88% | 0.00%
Occupational CLF 100% | 89.60% | 10.40% | 3.20% | 0.60% | 71.80% | 7.10% | 3.00% | 0.80% | 9.90% | 1.60% | 0.00% | 0.00% | 0.20% | 0.00% | 000% | 0.00% | 0.00% [ 0.00%
£ 81 52 29 9 4 38 18 2 4 1 2 0 0 0 0 0 0 2 1

IT Mgmt 2210 —;
® | 100% | 64.20% | 35.80% | 11.11% | 4.94% | 46.91% | 22.22% | 2.47% | 4.94% | 1.23% | 247% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 2.47% | 1.23%

Occupational CLF




DEFENSE THREAT REDUCTION AGENCY

Table A6: PARTICIPATION RATES FOR MAJOR OCCUPATIONS - Distribution by Race/Ethnicity and Sex (Temp Only)

RACE/ETHNICITY
Job Title/Series TOTAL Non- Hispanic or Latino
Agency Rate EMPLOYEES Hispapic or . Black or African . )BT Hawai_ie_m Am(_erican Two or more Race not
Occupational CLF Latino White American Asian or Other Pacific Indian or races identified
Islander Alaska Native
All male female male female male female male female male female male female male female male female male female
£ 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Security 0080 —;
100% |100.00%| 0.00% | 0.00% ([ 0.00% |100.00% | 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Occupational CLF
Social Science # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 1 0
0130s % | 100% [100.00%| 0.00% | 0.00% | 0.00% [ 0.00% [ 0.00% 0.00% 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% ([ 0.00% | 100% | 0.00%
Occupational CLF
Misc Admin £ 10 6 4 0 0 1 1 0 0 0 0 0 0 0 0 0 0 5 3
0301 % [ 100% | 60.00% | 40.00% | 0.00% | 0.00% | 10.00% [ 10.00% [ 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 50.00% | 30.00%
Occupational CLF
Mgt/Program £ 1 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0 0
Analyst 0343 % [ 100% | 0.00% |100.00%| 0.00% | 0.00% | 0.00% [100.00%| 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Occupational CLF
Contracting £ 1 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0 0
1102 % [ 100% | 0.00% |100.00%| 0.00% | 0.00% | 0.00% [100.00%| 0.00% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Occupational CLF
Physical Science £ 10 9 1 0 0 8 0 0 0 1 1 0 0 0 0 0 0 0 0
1300s % | 100% | 90.00% | 10.00% | 0.00% | 0.00% | 80.00% [ 0.00% 0.00% 0.00% | 10.00% | 10.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Occupational CLF
Engineering £ 4 4 0 0 0 4 0 0 0 0 0 0 0 0 0 0 0 0 0
0800s % | 100% [100.00%| 0.00% | 0.00% | 0.00% [100.00%| 0.00% 0.00% 0.00% | 0.00% | 0.00% [ 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00%
Occupational CLF 100%
£ 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Ju Mgmt 220 % | 100% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% [ 0.00% 0.00% 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00%
Occupational CLF




DEFENSE THREAT REDUCTION AGENCY

Table A7: APPLICANTS AND HIRES FOR MAJOR OCCUPATIONS by Race/Ethnicity and Sex (Perm Only)
RACE/ETHNICITY
TOTAL Non- Hispanic or Latino
Employment Tenure WORKFORCE HISpaI:lIC or . Black or African . Native Hawal_le_m American Indian Two or more . o
Latino White . Asian or Other Pacific . Race not identified|
American or Alaska Native races
Islander
All | male | female | male | female male | female male | female male | female male | female male | female male | female male | female

Job Title/Series: All
Voluntarily Identified # | 5067 | 2922 | 2145 | 210 87 1663 | 782 821 1147 125 67 6 1 49 32 48 19 0 0

% 100% 57.67% | 42.33% | 4.14% | 1.72% | 32.82% | 15.43% | 16.20% | 22.64% | 2.47% 1.32% 0.12% 0.22% 0.97% 0.63% 0.95% 0.37% 0.00% 0.00%
Qualified of those # | 1712 | 902 | 810 67 22 516 336 241 412 41 21 1 5 22 9 14 5 0 0
Identified

% 100% 52.69% | 47.31% | 3.91% | 1.29% | 30.14% | 19.63% | 14.08% | 24.07% | 2.39% 1.23% 0.06% 0.29% 1.29% 0.53% 0.82% 0.29% 0.00% 0.00%
Selected of those Identified |# 60 36 24 2 1 22 15 10 7 1 0 0 0 0 0 1 1 0 0

% 100% 60.00% | 40.00% | 3.33% | 1.67% | 36.67% | 25.00% | 16.67% | 11.67% | 1.67% 0.00% 0.00% 0.00% 0.00% 0.00% 1.67% 1.67% 0.00% 0.00%
CLF 100% [53.20%)46.80%| 6.20% | 4.50% | 39.00% | 33.70% | 4.80% | 5.70% | 1.90% | 1.70% | 0.10% | 0.10% | 0.30% | 0.30% | 0.80% | 0.80% | 0.00% 0.00%
Job Title/Series:
Voluntarily Identified #

% 100% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Qualified of those #
Identified % 100% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Selected of those Identified |#

% 100% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
CLF 100% [53.20%)46.80%| 6.20% | 4.50% | 39.00% | 33.70% | 4.80% | 5.70% | 1.90% | 1.70% | 0.10% | 0.10% | 0.30% | 0.30% | 0.80% | 0.80% | 0.00% 0.00%
Job Title/Series:
\oluntarily Identified #

% 100% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Qualified of those #
Identified % 100% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Selected of those Identified |#

% 100% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
CLF 100% (53.20%)46.80%| 6.20% | 4.50% | 39.00% | 33.70% | 4.80% | 5.70% | 1.90% | 1.70% | 0.10% | 0.10% | 0.30% | 0.30% | 0.80% | 0.80% | 0.00% 0.00%
Job Title/Series:
\oluntarily Identified #

% 100% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Qualified of those #
Identified % 100% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Selected of those Identified |#

% 100% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
CLF 100% (53.20%)46.80%| 6.20% | 4.50% | 39.00% | 33.70% | 4.80% | 5.70% | 1.90% | 1.70% | 0.10% | 0.10% | 0.30% | 0.30% | 0.80% | 0.80% | 0.00% 0.00%




DEFENSE THREAT REDUCTION AGENCY

Table A7: APPLICANTS AND HIRES FOR MAJOR OCCUPATIONS by Race/Ethnicity and Sex (Temp Only)

RACE/ETHNICITY

TOTAL Non- Hispanic or Latino
Employment Tenure WORKFORCE HISpaI:lICOI‘ . Black or African . Native Hawal_le_m American Indian Two or more . o
Latino White . Asian or Other Pacific . Race not identified
American or Alaska Native races
Islander
All | male |fema|e male |fema|e male | female male | female male | female male | female male | female male | female male | female
Job Title/Series:
Voluntarily Identified #
% | 100% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% [ 0.00% | 0.00% 0.00%
Qualified of those #
Identified % | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.0% | 0.00% | 0.00% | 0.00% | 0.00%
Selected of those Identified |#
% | 100% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% 0.00%
CLF 100% (53.20%)46.80%| 6.20% | 4.50% | 39.00% | 33.70% | 4.80% | 5.70% | 1.90% | 1.70% | 0.10% | 0.10% | 0.30% | 0.30% | 0.80% | 0.80% 0.00% 0.00%
Job Title/Series:
Voluntarily Identified #
% | 100% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% [ 0.00% | 0.00% 0.00%
Qualified of those #
Identified % | 100% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 0.00%
Selected of those Identified |#
% | 100% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% [ 0.00% | 0.00% 0.00%
CLF 100% [53.20%)46.80%| 6.20% | 4.50% | 39.00% | 33.70% | 4.80% | 5.70% | 1.90% | 1.70% | 0.10% | 0.10% | 0.30% | 0.30% | 0.80% | 0.80% 0.00% 0.00%
Job Title/Series:
\oluntarily Identified #
% | 100% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% [ 0.00% | 0.00% 0.00%
Qualified of those #
Identified % | 100% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% 0.00%
Selected of those Identified |#
% | 100% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% 0.00%
CLF 100% (53.20%)46.80%| 6.20% | 4.50% | 39.00% | 33.70% | 4.80% | 5.70% | 1.90% | 1.70% | 0.10% | 0.10% | 0.30% | 0.30% | 0.80% | 0.80% 0.00% 0.00%
Job Title/Series:
\oluntarily Identified #
% | 100% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00% | 0.00% 0.00%
Qualified of those #
Identified % | 100% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% [ 0.00% | 0.00% 0.00%
Selected of those Identified |#
% | 100% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% [ 0.00% | 0.00% 0.00%
CLF 100% (53.20%)46.80%| 6.20% | 4.50% | 39.00% | 33.70% | 4.80% | 5.70% | 1.90% | 1.70% | 0.10% | 0.10% | 0.30% | 0.30% | 0.80% | 0.80% 0.00% 0.00%




DEFENSE THREAT REDUCTION AGENCY

Table A8: NEW HIRES BY TYPE OF APPOINTMENT - Distribution by Race/Ethnicity and Sex

RACE/ETHNICITY
Non- Hispanic or Latino
Employment TOTAL i : Black NaTIve Ameri
WORKFORCE Ispanic or . ac_ or . Hawaiian or mt'arlcan Two or more Race not
Tenure Latino White African Asian o Indian or S
. Other Pacific . races identified
American lelander Alaska Native
All male female male female male female male female male female male female male female male female male female
P ¢ # 129 81 48 2 1 35 13 5 11 3 0 0 0 0 0 2 1 34 22
ermanen
%| 100% | 62.79% | 37.21% | 1.55% | 0.78% | 27.13% | 10.08% | 3.88% | 8.53% | 2.33% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 1.55% | 0.78% |26.36% | 17.05%
# 20 11 9 0 0 3 1 0 3 0 0 0 0 0 0 0 0 8 5
Temporary =
Y0 100% | 55.00% | 45.00% | 0.00% | 0.00% | 15.00% | 5.00% | 0.00% [15.00%| 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 40.00% | 25.00%
NON- #
Appropriated |%| 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
CLF %| 100% | 53.20% | 46.80% | 6.20% | 4.50% | 39.00% | 33.70% | 4.80% | 5.70% | 1.90% | 1.70% | 0.10% | 0.10% | 0.30% | 0.30% | 0.80% | 0.80% | 0.00% | 0.00%




DEFENSE THREAT REDUCTION AGENCY

Table A9: SELECTIONS FOR INTERNAL COMPETITIVE PROMOTIONS FOR MAJOR OCCUPATIONS by Race/Ethnicity and Sex

RACE/ETHNICITY
Non- Hispanic or Lating
TOTAL WORKFORCE Native Hawaii
Employment Tenure ispani i Black or African ative Hawallan or\ -, orican Indian o
ploy AlEREITSE A S White . Asian Other Pacific . Two or more races | Race not identified
American or Alaska Native
Islander
All | male | female male female male female male female male female male female male female male female male female
Job Series of Vacancy: Security (0080) - Total Applications Received: 1287
Voluntarily Identified | # 518 450 68 24 4 244 22 147 40 5 0 0 0 21 1 9 1
Qualified of those # 132 120 12 5 2 62 5 37 5 0 0 0 0 14 0 2 0
Identified % | 100% | 90.91% | 9.09% 3.79% 152% | 46.97% | 3.79% | 28.03% | 3.79% 0.00% 0.00% 0.00% 0.00% | 10.61% | 0.00% 1.52% 0.00% 0.00% 0.00%
Selected of those # 5 4 1 1 0 3 1 0 0 0 0 0 0 0 0 0 0
Identified % | 100% | 80.00% | 20.00% | 20.00% | 0.00% [ 60.00% | 20.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Relevant Applicant Pool %
Job Series of Vacancy: Social Science (0130s) - Total Applications Received: 1197
Voluntarily Identified | # 454 375 79 30 4 265 40 62 27 4 6 0 0 10 0 4 2
Qualified of those # 133 115 18 12 0 88 14 12 3 0 1 0 0 3 0 0 0
Identified % | 100% | 86.47% | 13.53% | 9.02% 0.00% | 66.17% | 10.53% | 9.02% 2.26% 0.00% 0.75% 0.00% 0.00% 2.26% 0.00% 0.00% 0.00% 0.00% 0.00%
Selected of those # 5 3 2 0 0 2 2 1 0 0 0 0 0 0 0 0 0
Identified % | 100% | 60.00% | 40.00% | 0.00% 0.00% | 40.00% | 40.00% | 20.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Relevant Applicant Pool %
Job Series of Vacancy: Miscellaneous Admin (0301) - Total Applications Received: 2907
Voluntarily Identified | # 1130 785 345 49 15 495 133 193 178 26 8 1 2 7 6 14 3
Qualified of those # 289 196 93 12 2 120 48 52 Al 6 2 1 0 1 0 4 0
Identified % | 100% | 67.82% | 32.18% | 4.15% 0.69% | 41.52% | 16.61% | 17.99% | 14.19% | 2.08% 0.69% 0.35% 0.00% 0.35% 0.00% 1.38% 0.00% 0.00% 0.00%
Selected of those # 16 13 3 0 0 8 3 4 0 0 0 0 0 0 0 1 0
Identified % | 100% | 81.25% | 18.75% | 0.00% 0.00% | 50.00% | 18.75% | 25.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 6.25% 0.00% 0.00% 0.00%
Relevant Applicant Pool %
Job Series of Vacancy: Mgmt/Program Analyst (0343) - Total Applications Received: 3390
Voluntarily Identified | # 1331 480 851 44 23 229 288 177 496 15 27 0 4 2 11 13 2
Qualified of those # 511 145 366 14 5 73 141 46 202 5 9 0 3 2 4 5 2
Identified % | 100% | 28.38% | 71.62% | 2.74% 0.98% | 14.29% | 27.59% | 9.00% | 39.53% | 0.98% 1.76% 0.00% 0.59% 0.39% 0.78% 0.98% 0.39% 0.00% 0.00%
Selected of those # 9 1 8 0 0 1 4 0 3 0 0 0 0 0 0 0 1
Identified % | 100% | 11.11% | 88.89% | 0.00% 0.00% | 11.11% | 44.44% | 0.00% | 33.33% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 11.11% | 0.00% 0.00%
Relevant Applicant Pool %

"Relevant Applicant Pool"

all employees in the next lower pay grade and in all series that qualify them for the position announced.




DEFENSE THREAT REDUCTION AGENCY

Table A9: SELECTIONS FOR INTERNAL COMPETITIVE PROMOTIONS FOR MAJOR OCCUPATIONS by Race/Ethnicity and Sex (Continued)

RACE/ETHNICITY
Non- Hispanic or Lating
TOTAL WORKFORCE Nati =
. . . . ative Hawaiian or . .
Employment Tenure Hispanic or Latino . Black or African . o American Indian o
White . Asian Other Pacific . Two or more races | Race not identified
American Islander or Alaska Native

All | male | female male | female male female male female male female male female male female male female male female
Job Series of Vacancy: Contracting (1102) - Total Applications Received: 106
Voluntarily Identified | # 38 16 22 1 0 9 15 5 4 0 1 0 0 0 1 1 1
Qualified of those # 21 7 14 1 0 3 9 3 3 0 1 0 0 0 0 0 1
Identified % | 100% | 33.33% | 66.67% | 4.76% 0.00% | 14.29% | 42.86% | 14.29% | 14.29% | 0.00% 4.76% 0.00% 0.00% 0.00% 0.00% 0.00% 4.76% 0.00% 0.00%
Selected of those # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Identified % | 100% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Relevant Applicant Pool %
Job Series of Vacancy: Physical Science (1300s) - Total Applications Received: 368
Voluntarily Identified | # 151 126 25 9 0 82 14 13 8 16 2 1 0 3 0 2 1

y

Qualified of those # 28 23 5 1 0 18 1 2 4 1 0 0 0 0 0 1 0
Identified % | 100% | 82.14% | 17.86% | 3.57% 0.00% | 64.29% | 3.57% 7.14% | 1429% | 357% 0.00% 0.00% 0.00% 0.00% 0.00% 3.57% 0.00% 0.00% 0.00%
Selected of those # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
Identified % | 100% | 100.00% | 0.00% 0.00% 0.00% | 100.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Relevant Applicant Pool %
Job Series of Vacancy: Engineering (0800s) - Total Applications Received: 328
Voluntarily Identified | # 9% 84 12 8 0 48 8 10 4 15 0 2 0 1 0 0 0
Qualified of those # 49 44 5 6 0 27 4 3 1 8 0 0 0 0 0 0 0
Identified % | 100% | 89.80% | 10.20% | 12.24% | 0.00% | 55.10% | 8.16% 6.12% 2.04% | 16.33% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Selected of those #
Identified % | 100% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Relevant Applicant Pool %
Job Series of Vacancy: Information Technology Mgmt (2210) - Total Applications Received: 487
Voluntarily Identified | # 194 139 55 8 6 72 24 42 18 13 7 0 0 4 0 0 0
Qualified of those # 100 70 30 3 3 33 13 24 11 8 3 0 0 2 0 0 0
Identified % | 100% | 70.00% | 30.00% | 3.00% 3.00% | 33.00% | 13.00% | 24.00% | 11.00% | 8.00% 3.00% 0.00% 0.00% 2.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Selected of those # 2 1 1 0 1 1 0 0 0 0 0 0 0 0 0 0 0
Identified % | 100% | 50.00% | 50.00% | 0.00% | 50.00% | 50.00% | 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Relevant Applicant Pool %
"Relevant Applicant Pool" = all employees in the next lower pay grade and in all series that qualify them for the position announced.




DEFENSE THREAT REDUCTION AGENCY

Table A10: NON-COMPETITIVE PROMOTIONS - TIME IN GRADE - Distribution by Race/Ethnicity and Sex

RACE/ETHNICITY

Non- Hispanic or Latino
Employment TOTAL N , = :
WORKFORCE e oy Black or African NENG [AVELET A Two or more Race not
Tenure Latino White . Asian or Other Pacific [Indian or Alaska . e
American . races identified
Islander Native
All male female male female male female male female male female male female male female male female male female
Total Employees # 49 22 27 2 5 16 14 3 7 0 0 0 0 0 0 0 0 1 1
Eligible for Career
Ladder Promotions | % | 100% | 44.90% | 55.10% | 4.08% | 10.20% | 32.65% | 28.57% | 6.12% | 14.29% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 2.04% | 2.04%
Time in grade in excess of minimum
#
1- 12 months
% 100% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
#
13 - 24 months
% 100% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
#
25+ months
% 100% 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%




DEFENSE THREAT REDUCTION AGENCY

Table A11: INTERNAL SELECTIONS FOR SENIOR LEVEL POSITIONS (GS 13/14, GS 15, AND SES) by Race/Ethnicity and Sex

RACE/ETHNICITY
TOTAL Non- Hispanic or Latino
. Native Hawaiian . .
Employment Tenure WORKFORCE Hispanic or Latino . Black or African . ... | American Indian . e
White . Asian or Other Pacific . |Two or more races|Race not identified
American or Alaska Native
Islander
All | male | female male | female male | female male | female male | female male | female male | female male | female male | female
Grade(s) of Vacancy: GS 13 - Total Applications Received: 4017
) . # 1586 955 631 56 27 504 242 314 330 41 18 1 4 25 4 14 6
Voluntarily Identified
% | 100% | 60.21% | 39.79% | 3.53% | 1.70% | 31.78% | 15.26% | 19.80% | 20.81% | 259% | 1.13% | 0.06% | 0.25% | 1.58% | 0.25% | 0.88% | 0.38% | 0.00% | 0.00%
Qualified of those # 573 336 237 16 5 183 105 102 116 11 7 0 2 18 0 6 2
Identified % | 100% | 58.64% | 41.36% | 2.79% | 0.87% | 31.94% | 18.32% | 17.80% | 20.24% | 1.92% | 1.22% | 0.00% | 0.35% | 3.14% | 0.00% | 1.05% | 0.35% | 0.00% | 0.00%
Selected of those # 17 13 4 2 0 7 3 4 0 0 0 0 0 0 0 0 1
Identified % | 100% | 76.47% | 23.53% | 11.76% | 0.00% | 41.18% | 17.65% | 23.53% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.0% | 588% | 0.00% | 0.00%
Relevant Applicant Pool
Grade(s) of Vacancy: GS 14 - Total Applications Received: 1319
) . # 442 338 104 25 4 206 59 69 34 23 6 0 0 6 0 9 1
Voluntarily Identified
% | 100% | 76.47% | 2353% | 5.66% | 0.90% | 46.61% | 13.35% | 15.61% | 7.69% | 5.20% | 1.36% | 0.00% | 0.00% | 1.36% | 0.00% | 2.04% | 0.23% | 0.00% | 0.00%
Qualified of those # 139 101 38 5 0 63 26 26 9 4 2 0 0 1 0 2 1
Identified % | 100% | 72.66% | 27.34% | 3.60% | 0.00% | 45.32% | 18.71% | 18.71% | 6.47% | 2.88% | 1.44% | 0.00% | 0.00% | 0.72% | 0.00% | 1.44% | 0.72% | 0.00% | 0.00%
Selected of those # 1 1 0 0 0 0 0 1 0 0 0 0 0 0 0 0 0
Identified % | 100% |100.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% |100.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.0% | 0.00% | 0.00% | 0.00%
Relevant Applicant Pool
Grade(s) of Vacancy: GS 15 - Total Applications Received: 2026
) . # 642 482 160 31 8 327 92 83 51 27 7 1 0 5 1 8 1
Voluntarily Identified |~ —— o5 75089% [ 22029 | 483% | 125% | 5093% | 1433% | 12.93% | 7.94% | 421% | 109% | 0.16% | 0.00% | 078% | 0.16% | 125% | 0.16% | 000% | 0.00%
Qualified of those # 254 166 88 14 3 106 53 31 28 11 4 0 0 2 0 2 0
\dentified % | 100% | 65.35% | 34.65% | 551% | 1.18% | 41.73% | 20.87% | 12.20% | 11.02% | 4.33% | 1.57% | 0.00% | 0.00% | 0.79% | 0.00% | 0.79% | 0.00% | 0.00% | 0.00%
Selected of those # 5 4 1 0 0 3 1 1 0 0 0 0 0 0 0 0 0
\dentified % | 100% | 80.00% | 20.00% | 0.00% | 0.00% | 60.00% | 20.00% | 20.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Relevant Applicant Pool
Grade(s) of Vacancy:
#
Voluntarily Identified |~ =555, 500% [ 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 000% | 000% | 000% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 000% | 0.00% | 0.00%
Qualified of those #
\dentified % | 100% | 0.00% | 0.00% | 0.00% | 0.0% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.0% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Selected of those #
Identified % | 100% | 0.0% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.0% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00%
Relevant Applicant Pool

"Relevant Applicant Pool" = all employees in the next lower pay grade and in all series that qualify them for the position announced.




DEFENSE THREAT REDUCTION AGENCY

Table A12: PARTICIPATION IN CAREER DEVELOPMENT - Distribution by Race/Ethnicity and Sex

RACE/ETHNICITY
TOTAL Non- Hispanic or Latino
Employment WORKEORCE Hispanic or Black or Ve American
. - . . Hawaiian or . Two or more Race not
Tenure Latino White African Asian o Indian or e
. Other Pacific . races identified
American Alaska Native
Islander
All | male | female male female male female male female male female male female male female male female male female

Career Development Programs for GS 5 - 12:
Slots #
Relevant Pool | %
Applied # 39 18 21 0 3 1 7 7 10 1 0 0 0 0 0 0 0 0 0

% | 100% | 46.15% | 53.85% | 0.00% | 7.69% | 28.21% | 17.95% | 17.95% | 25.64% | 2.56% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00%
Participants # 38 17 21 0 3 10 7 7 10 1 0 0 0 0 0 0 0 0 0

% | 100% | 44.74% | 55.26% | 0.00% | 7.89% | 26.32% | 18.42% | 18.42% | 26.32% | 2.63% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00%
Career Development Programs for GS 13 - 14:
Slots #
Relevant Pool | %
Applied # 18 9 9 0 1 6 6 2 2 0 0 0 0 1 0 0 0 0 0

% | 100% | 50.00% | 50.00% | 0.00% | 5.56% | 33.33% | 33.33% | 11.11% | 11.11% | 0.00% | 0.00% | 0.00% | 0.00% | 5.56% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00%
Participants # 16 7 9 0 1 5 6 2 2 0 0 0 0 0 0 0 0 0 0

% | 100% | 43.75% | 56.25% | 0.00% | 6.25% | 31.25% | 37.50% | 12.50% | 12.50% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00%
Career Development Programs for GS 15 and SES:
Slots #
Relevant Pool | %
Applied # 5 5 0 0 0 5 0 0 0 0 0 0 0 0 0 0 0 0 0

% | 100% | 100% | 0.00% | 0.00% | 0.00% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00%
Participants # 5 5 0 0 0 5 0 0 0 0 0 0 0 0 0 0 0 0 0

% | 100% | 100% | 0.00% | 0.00% | 0.00% | 100% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% | 0.00% [ 0.00% | 0.00% | 0.00%

""Relevant Pool" includes all employees in pay grades eligible for the career development program.




DEFENSE THREAT REDUCTION AGENCY

Table A13: EMPLOYEE RECOGNITION AND AWARDS - Distribution by Race/Ethnicity and Sex

RACE/ETHNICITY
Non- Hispanic or Latino
Employment TOTAL N ; =
WORKFORCE Hispanic or ] Native Hawaiian ] :
T . . Black or African . ... | American Indian| Two or more Race not
enure Latino White . Asian or Other Pacific . S
American or Alaska Native races identified
Islander
All | male | female male | female male | female male | female male | female male | female male | female male | female male | female
Time-Off awards - 1-9 hours
Total Time-Off # 52 24 28 1 2 13 12 9 10 1 4 0 0 0 0 0 0 0 0
Awards Given
% | 100% 46.15% | 53.85% | 1.92% 3.85% 25.00% | 23.08% | 17.31% | 19.23% | 1.92% 7.69% 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% 0.00%
Total Hours 424 192 232 8 16 104 98 72 84 8 34 0 0 0 0 0 0 0 0
Average Hours 8 8 8 8 8 8 8 8 8 8 9 0 0 0 0 0 0 0 0
Time-Off awards - 9+ hours
Total Time-Off # 73 41 32 3 1 27 18 7 12 3 1 0 0 1 0 0 0 0 0
Awards Given
% | 100% 56.16% | 43.84% | 4.11% 1.37% 36.99% | 24.66% | 9.59% | 16.44% | 4.11% 1.37% 0.00% | 0.00% 1.37% 0.00% 0.00% | 0.00% | 0.00% 0.00%
Total Hours 1979 1174 805 52 40 838 499 184 226 84 40 0 0 16 0 0 0 0 0
Average Hours 27 29 25 17 40 31 28 26 19 28 40 0 0 16 0 0 0 0 0
Cash Awards - $100 - $500
Total Cash # 448 190 258 17 18 119 145 33 72 15 17 0 0 1 1 0 0 5 5
Awards Given %| 1009% | 42.41% | 57.59% | 3.79% | 4.02% | 26.56% | 32.37% | 7.37% | 16.07% | 3.35% | 3.79% | 0.00% | 0.00% | 0.22% | 0.22% | 0.00% | 0.00% | 1.12% | 1.12%
Total Amount 154,798 | 68,796 | 86,002 | 5650 | 5429 | 44,800 | 49,778 | 11,901 | 23,920 | 4,825 | 5,075 0 0 250 350 0 0 1550 | 1,450
Average Amount 346 362 333 332 302 376 343 361 332 322 299 0 0 250 350 0 0 310 290
Cash Awards $501+
Total Cash # 1157 673 484 50 44 467 289 114 127 35 13 0 0 3 2 0 0 4 9
Awards Given % | 100% 58.17% | 41.83% | 4.32% 3.80% 40.36% | 24.98% | 9.85% | 10.98% | 3.03% 1.12% 0.00% | 0.00% 0.26% 0.17% 0.00% | 0.00% | 0.35% 0.78%
Total Amount 2,329,537 | 1,487,241 | 842,296 | 84,751 | 76,332 | 1,148,303 | 533,353 | 179,054 | 194,197 | 63,883 | 27,145 0 0 6,600 1,333 0 0 4,650 9,936
Average Amount 2013 2210 1740 1695 1735 2459 1846 1571 1529 1825 2088 0 0 2200 667 0 0 1163 1104
Quiality Step Increases (QSI)
Total QSlIs # 118 73 45 2 4 57 21 8 16 6 3 0 0 0 0 0 0 0 1
Awarded % | 100% 61.86% | 38.14% | 1.69% 3.39% 48.31% | 17.80% | 6.78% | 13.56% | 5.08% 2.54% 0.00% | 0.00% 0.00% 0.00% 0.00% | 0.00% | 0.00% 0.85%
Total Benefit 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0 0 0.00 000 | 000 | 0.0 0 0
Average Benefit 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0




DEFENSE THREAT REDUCTION AGENCY

Table Al4: SEPARATIONS BY TYPE OF SEPARATION 